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ABSTRACT 
The present research concerns itself with the "Computerisation in 
Personnel Functiowin Banking Industry in India". No substantive 
study has so far been conducted on computerisation in personnel 
function in banking industry. The existing studies in banking industry 
are mostly dealing with general aspect of computerisation. However, 
some periodical literature and seminar proceedings focus on a limited 
scope of persoimel management i.e., training. These studies too, are 
narrative and lack any depth and direction and repeat the facts of the 
Rangarajan committee reports to a large extent adding their own 
experience with the banks. Therefore, the proposed study aims at 
filling up this gap. 
1. Objectives of the Study: 
The broad objectives of this project is to study the computerisation in 
personnel functionrin banking industry in India aimed at highlighting 
the extent of computerisation, reasons for computerising personnel 
function and the impact on decision making process. 
The specific objectives of the study are: to study the personnel 
functions as practiced in the banking industry, to study the extent of 
computerisation in each of the sub-functions of personnel function, 
to study the changing training needs as a result of computerisation, to 
study the structural changes as a result of computerisation, to probe 
the level ofresistance to computerisation in banking, and to investigate 
the change in flow of information for different decisions related to 
personnel. 
2. Nature of Research: 
The study is exploratory in nature and examines the application ol' 
computer in personnel function in banking industry. 
'.]. Scope of the Study; 
This study concerns itself with the computerisation in personnel 
function in banking industry only.It confines itself to the personnel 
f unction(s) performed at the apex level and zonal/regional levels. This 
study further limits itself to procurement, HRD and 
compensation management. Personnel practices before 
computerisation does not form part of the present work. 
A. Sampling Procedure: 
The sample has been drawn on rejection-selection criteria. Three 
criteria are applied to determine the sample. For a bank to be a part of 
the sample, it has to meet all the three criteria as laid down below: 
1 Banks having 1,500 branches or more in India and abroad combined 
but their major operation should be in India. 
ji. Banks having 5,000 employee in officers grade. 
lii. Banks having 15,000 employee in total. 
All the banks listed above are commercial banks and they also 
fall under the category of public sector banks. 
5 Methods of Data CoUection: 
The subject of the study is such that primary data can not be gathered 
ihrough questionnaires. However, the data was collected from both 
primary as well as secondary sources. 
5.1 Primary Data: Keeping in mind the objective of the study, a 
detailed questionnaire was prepared but during the pilot study it 
came to light that information sought were treated confidential and 
could not be provided in writing as a matter of policy. After a detailed 
discussion with the top level personnel executive a modification in 
the method of data collection was made. Now, instead of questionnaire, 
a detailed check-list was prepared and personal interviews were 
conducted on this basis. The two sets of the check list were prepared, 
one for interview with EDP personnel and the other for the personnel 
executive not below the rank of manager. 
5.2.Secondary Data: In order to understand fully the concepts, 
and to note the progress in the field and to analyse the industry, 
various sources of secondary data were explored. Since the concept 
of computerisation in persoimel function is still in infancy in hidia; 
therefore, western literature mainly available inihePersonnelJoumal, 
the Personnel, and Computer in Personnel was perused through. For 
the indigenous sources reliance was placed mainly on the Reports 
and Publications of Reserve Bank of India, publications of Indian 
Banks' Association, National Institute of Bank Management, and 
Banker's Training College (BTC). Data were also collected from 
internal circular, settlement papers both from the industry level and 
the individual banks. Published data from Ministry of Finance and 
its Banking Division etc and Annual reports of different banks and 
allied institutions and publication of individual banks are also 
utilised. 
6. Conclusions and Findings: 
Banking Industry in India is over 100 years old. But the real 
breakthrough came only after the nationalisation of banks in 1969 and 
subsequently in 1980. The banks which were mainly involved in class 
banking at urban centers prior to nationalisation of the major banks 
became an active participant in the economic programmes of the 
country. After the nationalisation the banks transformed themselves 
into a new role where mass banking became the target. During th(; lasl 
decade the premium has been placed on "better banking", while 
retaining their former role. 
There has been tremendous expansion in the banking industr> 
specially in the last two decades. The branch expansion phase of 70s 
led to massive growth in manpower both in quantitative as well as 
qualitative terms. It saw an expansion in terms of services ofiered 
langing fi-om the merchant banking, mutual ftinds, housing finance 
lo leasing and factoring. Now the banks have to cope with competition 
from within the country and outside, at the same time they have to 
survive the financial reform process and various changes accompanying 
the reforms. There is also a change in the demands of customers. The> 
require better, efficient and round the clock service. The 
computerisation is a means to achieve these ends. But the machines 
alone can not be expected to perform all the required ftmclions 
demanded by the present customers. The banks need quality oi' 
manpower to offer the kind of services required and perform othei 
operations. Ironically, the quality of manpower was felt inadequate 
compared with the diversity of operations, in many banks. 
The computerisation in the banking industry in India is having 
a short and checkered history. It started with the Central bank (RBJ) 
and the State Bank of India - the largest bank in Indian- now it virtually 
covers the whole industry. The computerisation has been going on at 
all levels; the apex, zonal/ regional and the branch levels. So far only 
about fifteen banks have acquired and operationalised mainframe/ 
large computers at their head offices, there are approximately 300 
mini computers at the Regional offices/Zonal offices. With regard to 
branches, there are approximately 6000 ALPMs installed in the entire 
country; while in the metropolitan centers, 28 branches have been 
i'ully computerised. According to an estimate there are about 50,000 
trained manpower available, apart from a large number of officers 
who have undergone appreciation programme in computerisation 
(out of a total workforce of about a million). The above figures 
indicate that the computerisation in banking is still partial; there is no 
networking available either in the form of the Local Area Netwoi k or 
the Wide Area Network. 
In terms of availability of manpower for computerisation, the 
scenario is not very positive. Although the recommendations of the 
Committees (1984 and 1989) and Settlements (1983,1987,1989 and 
1993) clearly specified the target, but the practical results are far to 
impressive. The target set by the 1984 report was to train 40,000 -
45,000 Data Entry Operators, and 1,000 Systems Analysts and 
programmers. In September 1989 the progress achieved was 12,761 
Data Entry Operators and 2,372 Systems Analysts and Programmers 
About 20,655 officers attended brief appreciation programmes. This 
speaks volumes a^ ^^ i/>^ the in-house facilities available with banks to 
train employee in computers. 
As a result of computerisation within the banks a new department 
called CPPD has emerged. But there are problems of various kinds to 
be resolved for the above department to make it an effective agent of 
change. For instance, the staffing of the CPPD is one of the problems 
The objectives of the establishment of the CPPD is not very clear. The 
assimilation of the department in the mainstream banking is yel 
another problem which has not yet been resolved. And finally comes 
the question of charting a career path for the employee of this 
(jepartment. 
Like any other industry, the resistance to computerisation from 
lower cadre employee is observed to be higher. The elders, too, are nol 
found to be very positive for whatever type of phobiathey suffer from 
Banks have been making systematic efforts to minimise the 
employee-resistance to change through various training programmes, 
appreciation programmes and meetings. But training and orientation 
of such a large staff require time and cost, whereas the requirement is 
10 train them at a short notice so as to go ahead with the programme 
of computerisation. 
A large number of banks have tried to computerise a number of 
sub-functions of the personnel. Majority of banks have developed a 
manpower inventory system/ personnel inventory system. The> 
developed it either in-house in UNIFY "C" Interface or Microfocus 
COBOL or procured it from the CMC limited, in the form of a package 
called "PENS". The banks are using PCs, Mainframe as well as the 
Mini computers for maintaining Personnel Inventory System. Most of 
the systems are based at the EDP cells where the EDP manager works 
as the database administrators. But a low priority is given to the 
personnel records by the EDP personnel. 
The banking industry is yet to have a near total computerisation 
of personnel function. There does not exist any Computerised Personnel 
Information System or the Human Resource Information System with 
any bank. The manpower planning in the absence of a comprehensive 
information system is carried out manually and on the basis of the data 
Ihat the computerised inventory system provides. The complexities in 
business has brought banks face to face w^ ith an integrated system of 
manpower planning, recruitment, placement, training and appraisal 
system. The restriction on employment coupled with the work 
redundancy will more than offset the future requirement of manpowei 
by the banks. Now there has to be an emphasis on career planning foi 
mainstream as well as CPPD staffs. The computerisation has intensified 
the need for an integrated manpower planning on the one hand, and 
it will facilitate the process of planning by providing accurate data on 
the other 
The recruitment and selection and to some extent even the 
promotions are based on tests conducted by the BSRBs and the allied 
institutions. In the present context, at the entry level, preference 
should be given to computer literate without minimising the scores on 
other parameters. This will be in the interest of the organisation in the 
long run. There is no dearth of applicants for bank jobs from diverse 
fields. Therefore, the selection tests should have an element of 
computer to send a signal as well as to select the persons with some 
knowledge of computers. We are not at a stage where computerised 
lest can be conducted but we are definitely at a point where computers 
can be used to assist in the administrative works involved in the 
recruitment and selection process. Various types of reports are fo be 
filed by the banks as a statutory requirement, the computerisation to 
some extent has facilitated the above work. 
In the area of Human Resource Development, computers are to 
play an active role. Training is an important function of the HRD and 
there are many issues associated with computer and training: first, use 
of computer in training information system, second, need for special 
training as a result of computerisation and third, use of computer in 
training i.e., computerised training. 
Performance Appraisal systems are found to be both - semi 
transparent and confidential. The data generated by the performance 
iippraisal system is computerised only in few banks where it forms an 
integral part of the personnel inventory system. The performance 
appraisal system data is used for promotions, transfers, punishments 
and in some cases for the development purposes, too. 
As far as career plamiing is concerned, the state seem to be a bit 
confusing. The majority of employees is not very clear about theii 
career goals and is found to have a vague idea about it. This is because 
of the fact that proper counselling from the bank is not available. The 
banks following the career plamiing exercise are doing it on a limited 
basis. They are mostly using it for filling up the next available 
vacancy, whereas a career planning is to be done at individual, bank 
and industry level, to serve a long term purpose. 
Computerisation of payroll and other components of the 
compensation management is found to be limited, but on the rise 
Payroll at Head Offices and Regional offices/Zonal offices is mostly 
computerised, but for the branches only a limited computerisation ol 
payroll, on a centralised basis, is available. Payrolls are maintained 
both on mini computers and mainframes at Zonal and Head offices 
respectively. The data regarding pension, provident funds account 
and loans etc are fully computerised, though in limited number of 
banks only. 
7. Recommendations: 
It is customary to attach a long list of recommendations at the end of 
the work. We, too, will follow the tradition, but keep the list as limited 
as possible. 
i. Computerisation of persoimel function in banks are having 
a low priority whereas there is a need for not only proper attention to 
computerisation programme but an immediate and extra attention. 
The Personnel Information System/ Human Resource hiformation 
System should serve the purpose as an integrated personnel system. 
ii. There is need for development a fullfledged and non-
redundant inventory system, where up-dating is done at the pre-
determine intervals and data should always be up-to-date, accurate 
and available as and when required for all the employees of the 
individual bank. This would call for a total computerisation of all 
zoonal/regional offices with full networking facialties. The EDP cells 
in many cases are located miles away from the main olTices, whereas 
it should brought to the adjacent location, preferably in the same 
building or the same complex. The proposed networking needs to be 
expedited to reap the full benifit of computerisation. 
iii. The banks need to develop an integrated personnel 
information system where the manpower planning, recruitment and 
selection system, training system, career planning system, performance 
appraisal system and compensation management stsem etc should be 
made part of the total system called personnel information system. 
This infoimation system should be capable of generating reports for 
the management for decision making purposes. This will enable 
banks to meet the statutory requirement of filing reports at regular 
intervals as well help in both strategic and administrative uses. 
iv. Training sub-function is found neglected and without 
much automation. There is a need for a training system at the same 
time fully computer trained faculty is required to impart training to the 
bank personnel. 
V. The Computer Policy and Planning Department which has 
emerged as a result of computerisation plan remains understaffed in 
majority of cases. In general a lower cadre staff is posted to head the 
department. There is necessity for it to be properly staffed. The 
personnel of this department should be given a clear career path and 
also an opportunity to participate in the mainstream banking. 
vi. The resistance to computerisation though dealt with carefully 
by the banks but there still remains some misunderstanding between 
management and the unions which needs to be sorted out. For 
resistance from the elder staff and managers an involvement in 
decision making process for computerisation as well as orientation 
programrhe be continued with more vigour. 
* * * * * * * i ( * * * 
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PREFACE 
In recent years there has been considerable extension of interest in Human 
Resource Management. The introduction of technological change has brought 
changes in the demand for labour in the firm. It has also forced the management 
to give more emphasis to manpower planning, Human Resource Development 
and other related areas of personnel management. The developments in the 
business sphere are so fast that obsolescence has become the order of the day. The 
obsolescence of management practices and human resource skills is no exception 
in the era of technological change. 
Early in the 1950s, Peter Drucker wrote about the importance of future 
human resource to a firm. He said "the prosperity, if not the survival, of any 
business depends on the performance of its managers tomorrow". Today, both the 
survival as well as prosperity of an organisastion is dependent on successfully 
harnessing the change. 
The introduction of computer in Indian banks is one element out of many 
changes that banking industry came face to face during the last twenty five 
years.'The change is liked by every body but nobody likes to change'. The 
introduction of computer created some anxiety among workers and trade unions 
in the early years. When Life Insurance Corporation of India wanted to introduce 
computer (in Calcutta), the employees started an agitation against the move. The 
unions took the view that the computer has no place in a labour surplus economy, 
though employers found in it, a tool for better management control and decision 
making. The Reserve Bank of India and the State Bank of India when started 
computerisation also met with similar fate asLIC. When we talk about introduction 
of computer in banking industry, we are not only talking about labour opposition 
but also the question of management of change and the management of technology. 
The management of change required a total overhaule of the system, the 
1 1 
organisation as a system, and different functional systems comprising a bank The 
personnel system is one such system that bank management could not overlook 
The changes in the personnel system is as important and far reaching as the 
other functional systems. So far as Human Resource Planning and Recruitment 
and Selection is concerned, there is a need for reallocation of employees from 
within to avoid worker redundancy and at the same time to employ suitable 
persons from outside to fill the skill gap as a result of computerisation and many 
other changes. The reallocation requires retraining, the fresh employees need 
induction where as the existing staff needs training to upgrade their skills. But all 
employees need training and/or orientation in computers to make the process of 
computerisation smooth. The new department within bank that has emerged 
within banks (CPPD/EDP) to facilitate the process of computerisation and also 
as a result of computerisation need to be staffed with suitable persons from within 
and outside but restrictions posed by the unions on the one hand and the RBI on 
employment on the other needs an extra effort in planning and placement in banks. 
The charting of a career path for the employees of the organisation in general and 
CPPD staffs in particular are some of the issues unresolved. Then comes the 
question of performance appraisal which has to be a part of an integrated 
personnel system to make it an effective agent of development. The question of 
compensation in the form of payroll and increments to employees along with other 
benefits are to be provided. All these issues require a thorough probing. The 
present study aims at resolving some of the issues stated above. In this study an 
attempt is made to look at the issue of change in the form of "computerisation in 
personnel function in banking industry in India". 
For the sake of convenience, the thesis is divided into six chapters; the first 
chapter deals with two very important parts of the reserasrch. First is the review 
of literature where an attempt is made to provide a review of the western literature 
where computerisation first started and then turn to the Indian writings on the 
I l l 
subject, and the second is reserach methodology describing the objectives of the 
study, scope of the study, sampHng procedure, the methods of data collection etc 
In the second chapter, an overview of computerisation in India is provided 
before going into the details of computerisation in the banking industry. Along 
with this the emergence of a new department called Computer Policy and 
Planning Department (CPPD) and EDP has been dealt with. The third section 
looks at the effects of computerisation on both organisation and individuals. In 
the fourth section resistance to change and how the organisations can cope with 
it and finally the personnel inventory system, procedure for building an inventory 
system and dufferent problems are emphasised. 
The third chapter is divided into three parts: the first one delas with 
manpower planning; how it is done in the banking industry and how it is affected 
by the computerisation. The second part delves upon the recruitment and 
selection function including equal employment opportunities and role of computer 
in recruitment makes the third part. 
The fourth chapter seeks to explore the following functions; training in the 
banking industry, training in the changed scenario and how computers are used 
in training the employee. Then we turn to performance appraisal system 
explaining its various steps and use computers in it. The third section deals with 
career planning which has become an important problem due to low productivity 
and increasing frustration of employees in the industry. 
The fifth chapter deals with compensation management where payroll 
computerisation is taken up first and then we have looked at different increments 
given to employee after the 1993 settlement and other benefits like medical, 
leaves and leave encashment. 
At the end, in the sixth chapter findings of the study are presented. It also 
provides a brief list of recommendations and finally some guidelines for the future 
research are provided. 
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Message Switching. 
National Institute of Bank Management. 
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Personnel Information System. 
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Regional Recruitment Board. 
Society for Worldwide Inter-bank Financial 
Telecommunication. 
Tata Consultancy Services. 
Universal Automatic Computer 
Weekly Returns to Reserve Bank of India. 
GLOSSARY 
Automated Teller Machine A machine used for twenty four hours banking. It 
facihtates withrawal of cash with the help of a plastic card (Bank Card) or credit 
card. The balance in the account can also be found out from the ATMs. The 
necessaity is a card, personal code number and money in the aacount in case of 
bank card and credit arrangement in case of a credit card. 
ALPM (Automatic Ledger Posting Machine) Electronic or micro-processor 
based system that can make posting of entries in day book and ledger. The system 
consists of key-board, a (VDU) screen, floppy disks and printer. 
BACS (Bankers Automated Clearing System) Which deals with large volume, 
batched debits and credits through computer. 
BANKNET is meant for inter and intra-bank applications like transfer oi funds, 
statistics, foreign exchange business, and access to SWIFT. 
CHAPS (Clearing House Automated Payment System) emphasises same-day 
online transfer and clearing of guaranteed high volume payments. 
Database administrator. Manager whose responsibilines are focused on 
managing the technical aspects of the database system. 
Database Management System Systems software that facilitates the management 
of a database. 
EFTPOS (Electronic Funds Transfer at the Point of Sale) is a retail payment 
network. 
Email (Electronic Mail) Messages sent from one user of computer system to one 
or more recipients. 
Local Area Network (LAN) A computer with the sites located within a short 
distance (usually less than a mile) of one another. 
I X 
SWIFT (Society For Worldwide Inter-bank Financial Telecommunication) 
Messages and data from one member bank to another member bank can be 
transmitted with its help. 
Users People who need information from the database to carry out their primar\' 
business responsibility. 
Wide Area Network (WAN) A computer network with sites that are widely 
dispersed geographically. 
INDIA'S BANKING STRUCTURE 
Central Bank 
All India Dev. Banks 
Exira Bank of India 
Reserve Bank of India 
Industrial Development 
Bank of India 
Industrial Finance 
Corp. of India 
Industrial Credit & 
Investment Corpn. of India 
Industrial Re-construction 
Corpn. of India 
Commercial Bank 
Urban Co-operative 
Bank 
National Bank for 
Agriculture and Rural 
Development 
State Bank of India and 
its associates 
Nationalised Banks 
Private Sector Banks 
Foreign Banks 
State Co-operative Banks 
District Central Co-op. Banks 
Regional Rural Banks 
State Land Dev. Banks 
Primary Land Dev. Banks 
State Financial Corpn. 
State Industrial Dev. Corpn. 
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INTRODUCTION 
The success of an organisation in the long run depends upon various factors. 
Among these factors the most important one is the quahty of manpower 
employed. In the era of small companies, personnel management was a relatively 
simple thing; with a single owner manager only a handful of employees were 
involved. The personnel management function was performed by the employer 
himself. But, with the growth in the size of the organisation, diversification, 
advancing technology, communication, transportation, financial reform process, 
and computerisation, the task of personnel manager became complex. The largest 
"management gap" now is unquestionably in the area of personnel management.' 
Somehow, the personnel manager has always faced a credibility problem 
as far as the view of top management of the company is concerned. Professional 
management demands hard, factual data for decision making. The man incharge 
of the inventory can say with confidence exactly how many machines and tools 
he has on hand. Thus, he commands the credible image. But a personnel manager, 
although much higher in position, yet finds it hard to convince the bosses to accept 
his views on manpower planning seriously. The personnel manager can not for 
instance say how many people in the organisation, in the ofiicers cadre, has more 
than ten years of experience or have professional qualifications like CAIIB.-^  In 
majority of cases, an external query takes the personnel people spend several 
hours, only to find that the required data was either fragmentary or erroneous ' 
Why can't a personnel man with the help of available information technology 
answers the queries with the same confidence and reliability as his counterpart 
from production, finance or marketing departments does? Perhaps, the technocrats 
are to be blamed, at least partially, for creating the impression that technology is 
something too complex to be understood by a non-technical person like a 
personnel man. Is it really so complex ? The answer is available in the software 
of today, which offers what is called the fourth generation languages (4GL), 
whereby through the user interface the programmer is made to look redundant, 
as all the needs of the user are met by the systems directly in a simple language 
known to the user "*. 
All business functions share a common need, which is for quality information 
The information requirement in case of the personnel relates entirely to the human 
resources employed by the organisation. The ultimate aim of any personnel 
function is to assist the corporate entity to obtain the most cost effective use of 
human resources over time. 
01 WHAT IS PERSONNEL MANAGEMENT: 
Personnel Management is that activity in an organisation which monitors and 
controls the movement of employee from the time they enter into an organisation 
to the time they get separated. It moulds the human resources into an effective 
organisation, provides maximum opportunities for individual growth and 
development, motivates them to make optimum contribution, encourages 
constructive cooperation between peers, superiors and subordinates and 
compensates them for their contribution. 
The above discussion brings forth the point that as an individual enters an 
organisation, he is constantly being monitored and controlled by the personnel 
department through its different functions. They are familiarised with the 
organisation, culture in the organisation, and the career opportunities available 
to him through induction training. They are further trained in skill requirements 
of the job assigned. Their performance is being appraised on a regular basis. Thev 
are promoted, transferred and so on and so forth. The whole objective is to make 
the individual pursue their career goal and in process achieve the overall objective 
of the organisation. According to Peter Drucker, "an effective organisation must 
direct the vision and efforts of all managers towards a common goal'. 
Recently, the term "Personnel Management" has been rephrased as the 
"Human Resource Management" signifying that people are resources, rather than 
problem.^ The expression human resources' is misleading and dangerous, say 
the European Managers. "People are not resources and resent being treated as 
such". They are not even "human capital". Today's "knowledge workers" need 
to be valued and involved. As the nature of the workforce is changmg, what is to 
be managed in the modem context is people's talent. People are not themselves 
resources, but possess resources like knowledge, skill and experience. Thus, a 
further rephrasing of the term human resource management to 'Human Talent 
Management' should not be wrong. ^  Whatever may be the perception of scholars 
with regardto different expressions, our obj ective is to understand the spirit rather 
than expressions. Therefore, we will continue considering the expressions 
"Personnel Management", "Human Resource Management" and "Human Talent 
Management" to be synonyms and avoid any debate on the issue. 
During the last two decades, the application of computer technology to the 
problems and challenges of managing human resources has come into its own. In 
the Western world as well as the Far East we find substantially large number of 
applicationpackages available, popularly known as "Human Resource Information 
System"(HRIS) or "Human Resource Management System" (HRMS). 
02. HUMAN RESOURCE INFORMATION SYSTEM 
Human Resource Information System has been defined as "a computer based 
method for collecting, storing, maintaining, retrieving, and validating data needed 
by an organisation about its employees, applicants, and former employees".^ 
Human Resource Information Systems are required for two main purposes: 
i. To store detailed record of an employee (past, present and future applicant); 
ii. To provide a basis for decision making in almost all areas of personnel 
functions and sub-functions, e.g., manpower planning, recruitment and selection, 
traming and development, promotions, transfers, compensation management, 
health and safety and appraisal system.^ 
03. GROWTH OF COMPUTERISATION IN 
PERSONNEL: 
Historically, it was in the U.S, where computerisation in any form started. The 
period following the Second World War saw use of computer for payroll 
automation on a limited basis in the defence services.^ Durmg 1950s and early 
1960s with the growth of computer industry, its use too, grew, but personnel 
department outside the defence services had little use of computers.'° It was only 
during the 1980s that increasing use of computer in personnel could be noted. But 
even at this time it was mostly confined to large organisations ^\ 
Although the required technology for computerising personnel function 
was available even during the '70s, but installation took quite some time. There 
are several reasons for this reluctance. The Human Resource Department was not 
willing to conduct cost-benefit analysis.'^ It was also due to the lack of tramed 
staff and in cases resistance from them to computerisation.'^ Once the initial 
apprehensions were over, the adoption of computer became a necessity rather 
than a matter of choice. A survey of the subscribers of the Personnel Journal 
conducted in 1988 suggests that as many as 82 per cent of them were using 
computers in managing the personnel function.''' 
04. COMPUTER- THE INDIAN SCENARIO: 
In India, too, we find computer entering the personnel function gradually There 
has been more emphasis in computerising other functional areas then personnel. 
Computers were initially employed in areas like R&D, Education, Agricultural 
Research, Nuclear Physics etc. ^ ^ Till the late 1970s because of lack of indigenous 
equipment, the process of computerisation was slow. The equipments were 
mostly imported and expensive '^  [See Appendix, Tables.!, 2 & 3.] 
The.Bhabha committee laid down basis for development of indigenous 
computer/electronics industry after the Sino-Indian border dispute but it the was 
the New Computer Policy of November 19, 1984 along with the Policy of 
Liberalisation '^  which set the pace of development. Since then the computer 
industry has grown both in terms of physical output as well as the range of 
products introduced in the market. ^ ^ This phenomenal growth in the computer 
industry provides a technological base to Indian industries at reasonably low cost. 
The Indian industries no longer need to wait for the imported machines 
which used to take years and were mostly outdated versions from the West. The 
total computer requirement of various sectors in India such as education, banking, 
insurance, railways, steel, oil, and different ministries and departments of the 
government during the VIII Plan period has been estimated to be Rs. 8811 crore.' '^  
The available computers in India have been classified into four classes, namely 
Super, Large, Mini and Micro, costing Rs. 8 crores, Rs. 2 crores, Rs 15 lakhs, and 
Rs. 50,000 respectively.20 
One may ask the question as to whether it was the technological growth 
or the changing circumstances which forced the Industries to adopt computers? 
Whatever may be the reason, but, one thing is clear that the required technology 
by the organisation is made available by the Indian Electronics Industry at a 
reasonable cost.2' On software front too, we have achieved self-sufficiency and 
over and above the export.^ ^ 
To cope with the increasing use of computers in the industrial 
sector. Ministry of Human Resource Development in collaboration with U.G.C, 
Directorate General of Employment and Training and the State 
Government has promoted different courses in computers. This is in addition to 
the Engineering Colleges/Institutes providing degree courses in Computer/ 
Electronics. A large number of academic institutions received grants to establish 
computer education resulting in courses like MCA, PGDCA and Diploma in 
Computer Engineering, B.Tech, and M.Tech. in Computer Science and 
Technology.'^ 
In 1990 there were over 353 institutions providing computer education at 
degree and Diploma level, which increased to 362 in 1991 and the number has 
been rising constantly. The figure for qualified manpower rose from a mere 1000 
in 1983 to 10,000 in 1988. ^ "^  If we take the rate of growth and calculate the present 
figure then it would be around 100000 in 1994. This is in addition to the in-house 
training of manpower in respective industries. 
Computerisation in banking industry in India started in a big way after a 
series of bi-partite settlements between Indian Bank's Association (IBA), Bank 
level settlements on computerisation and the Rangarajan Committee Reports 
1984 and 1989, [for details see Chapter-II]. But so far as computerisation in 
personnel function is concerned, it remained neglected like other countries. Joshi 
and Dingakar found that the weakest link in the banking system is the information 
system. ^ ^ Personnel information being part of the total system had no better shape. 
The face of Indian banking is changing. While nationalisation placed 
premium on more banking, the stress now is on better banking.^^ In the post 
nationalisation period, business was achieved mainly by expansion in the number 
of branches and accordingly increasing the manpower. But now the scenario has 
changed with consolidation, it is the management of new technology and 
manpower. The total branch network of banking industry stood at 61,235 m 
March 1993 and the overall workforce at about a million.^ ^ During March 1993, 
the aggregate deposit of the scheduled commercial banks stood at Rs.37814 
crores (comprising of demand deposits Rs. 1373 and Time Deposits Rs. 36441 
crores). The bank credit stood at Rs .26390 crores (Food credit Rs.2073 and Non-
food credit Rs. 24317 crores).^^ 
There are various arguments in support of computerisation in banking 
industry. To some, it is an ingredient of the financial reforms process. To others, 
it is for better customer service, better house keepmg, improvement in exchange 
of information and control of the head office over zonal/regional offices. But a 
large section feels that computers are needed to improve management information 
system. ^ '^  One more factor may be added to the above in the present context, that 
is the likely intensification of competition as aresult of Uruguay Round of GATT 
which Indian banks have to cope with in near future.^ ° 
The computerisation of banking is at three levels: 
1 .Branch Level: the main obj ective of branch level mechanisation/ computen sation 
was to improve customer services, house keeping and speedy transmission of 
statistical data.^' Later, the report of Second Rangarajan Committee (1989) which 
drewplans for computerisation during 1990-94 apart from considering the issues 
taken up by the previous report gave emphasis to single window service through 
computerisation of about 2000-2500 selected branches mainly in the metropolitan 
centres or industrial centres considered as high intensity branches.^^ 
2. Zonal/Regional Level: These centres are to be equipped with mini computers 
for data capturing and processing. The main objective is to provide a link between 
branches and the head office. The Zonal offices also perform certain functions 
independently. For example, they need to maintain a list of persons for traming, 
prepare payroll, maintain leave accounts, and a seniority list of employee at the 
zonal level etc. Therefore Electronic Data Processing (EDP) centres are established 
at this intennediate level. 
3. Head Office Level: The head offices are to be equipped with mainframe 
computers. The objective is to store data in a meaningful format, to analyse it to 
exercise control, generate reports for management to formulate policy etc. The 
major personnel data is maintained at the head office. It is at this level that data 
relating to all the departments have been computerised. The personnel inventory, 
training records, provident funds account of the personnel are also part of the 
computerised database (DBMS) at the head offices Business data such as credit 
information system, management information system, and portfoho are also part 
of the database 
In this study of the "Computerisation in Personnel Functioniin Banking 
Industry in India", we are concerned with the last two levels i e . Zonal/ 
Regional level and the head office level A substantial progress in computeri sation 
can be noted at these two levels Since a large number of employees are involved, 
the data relating to award staff is decentralised and maintained at Zonal Office 
level The data at the head offices are mainly for officers in the form of bio-data, 
and other service details The semi-fixed records are updated at a regular interval 
The data regarding traimng of officers, retirement, resignations, death and 
dismissals are generally updated annually " On the basis of the above inventorv 
system, generally maintained in UNIFY C interface, or microfocus C0B(3L. a 
large number of reports are generated Some of them are a 'mirror image' or an 
'in camera' view of an officer or a group of officers giving complete detail termed 
as "work force profile review" It can also generate a moving image of the 
employee termed as "workforce dynamics report and analysis" The above when 
combined with the "Decision Support System(DSS)", helps in manpower 
planmng exercise ^^ 
The inventory system can also generate a large number of adhoc reports 
For example, item wise list of officers with regard to semonty, training, 
experience, special category, length of service etc These reports are required for 
internal use in the organisation apart from fulfilling the statutory requirement of 
filing the reports to various agencies 
In the absence of Networking (LAN & WAN), the data transfers from 
zonal to the head offices are mosdy on magnetic media like floppy or tape reels 
The network has already been planned by the banks which will enhance the 
efficiency of operation as well as accuracy of decisions As data could be captured 
on line and at source as well as any up dating, too, would be on-line. Some banks 
are using PCs for the maintenance of personnel records. 
In Indian banks, personnel departments are no longer treated as a step 
daughter. But there seems to be an environment of mistrust between the EDP 
personnel and the personnel people as the latter are found to perform manual 
calculations to verify the records provided by the former. There also exists certain 
amount of resistance to change in the organisation at all levels. The training at the 
training colleges is picking up and some banks have even computerised the 
administrative section of the Staff College(s) and the Regional Staff Training 
Centres. 
The committee on computerisation(] 989)has suggested some modifications 
for on-line banking. It also suggested use of communication facilities like 
BANKNET, SWIFT, PSTN etc., for Electromc Funds Transfer (EFT)- Email. 
Message Switching (MS) and ATMs and POS for office automation. The RBI has 
already computerised the entire operation of their select branches. It has installed 
NOVEL facilities such as Telebanking, Pass Book Writer, DD Writer, Signature 
Scanner and Display Systems. 
The achievements so far in computerisation in banks have neither been 
satisfactory nor dismal but definitely, it is far from the target envisaged by the 
committee on computerisation. As on March 1, 1993, some 6249 ALPMs were 
installed in 2303 branches, 307 mini computers at zonal/regional offices, 13 
mainframes at the head offices and 28 branches have been fully computerised in 
the country. For the same period, nearly 34000 officers had received various types 
of computer training, 18500 persons have been trained in for ALPMs and data 
entry. On the communications frontthere are 30 banks as member of BANKNET. 
The ATMs mainly to be installed at high intensity business centres for twentyfour 
hours banking are also at the ready stage of installation. The State Bank of India 
installed an ATM on May 31,1994 at New Delhi, main branch. 
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1. REVIEW OF LITERATURE AND 
RESEARCH DESIGN 
1.1. INTRODUCTION: 
Through this chapter an attempt is made to deal with two very important aspects 
of research First, a review of Hterature has been taken up to identify those areas 
in which researches have already been conducted and second, the research design 
which seeks to define the nature and scope of the present study which includes 
methods of data collection, analysis of data collected and interpretations 
1.2 REVIEW OF LITERATURE: 
In order to undertake the proposed study, it is considered essential to peruse 
through the available literature on the subject. There are two aspects of the 
literature which are considered important: first relating to Computerisation in 
Banking Industry in general, and the second is related to the Computerisation in 
Personnel Function in Banking Industry in India in particular. 
1.2.1. Computerisation in Banking Industry - Western Experience: 
The history of computerisation itself has a short past- from a tool for militan, 
operations during the Second World War to a labour saving device and fast 
calculatmg machine in the commercial sector. Since then not only the very size 
of computer got miniaturised but its use, too, went through tremendous 
transformation. After the development of first two commercial models, UNIVAC-
1 and Model-650 of International Business Machines (IBM) during the 1950s. 
its adoption by the business world, there is no going back on the issue of 
computerisation. The Bank of America and the First National City Bank of New 
York were first two in banking industry to experiment with computer processing 
in the U.S. 
Mitchell ^^  found that there was not only lack of equipment in the beginning 
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but there also existed a complete lack of knowledge about what computer could 
and should do for the banks. Yavitz^^ stressed the need for improvement of service 
at all levels by the banking industry. But automation in banking till 1960 was 
confined to the large banks with deposits over $100 million. A survey by 
American Banking Association^^ in 1966 found that only 20 per cent of the banks 
having deposits of less than $100 million were using any type of computer. The 
above study projected that between 1967-71, at least 3200 additional banks will 
start use of computers, bringing the total to 55 per cent of all commercial banks 
m the U.S. 
In the U.S between 1955-66, computer installations in business and 
governmental institutions increased from a mere 100 to 28,500. Myers^^ quoting 
industrial projections premised that there would be about 60,000 computers in 
use by 1970. The increase in the number of computer installation is attributed to 
an increase in number of cheques written annually, which rose from 5.3 billion 
in 1945 to .under 12.7 bilhon in 1960 and to 17 bilhon in 1965. Nadler^ '^  found 
a positive correlation between turnover of deposits in New York City Bank and 
the necessity to computerise. Between 1945-64, there was a 100 per cent increase 
in the number of demand deposits and it was expected to increase by another 30 
per cent by 1975, thereby threatened to flood the banks wrote Wiener.''" 
During 1960s majority of the banks using computers were large or very 
large. In smaller banks, computerisation either did not start or was minimal. This 
may be due to the high cost of equipment or non-availability of trained manpower 
or due to both. The banks which used computers were still in the data processing 
phase of automation, observes Vaughan. '^ He further concludes that the banks 
were still at the stage of straightforward conversion of manual system into an 
automated one. But success of some banks in utilising computer and the perceived 
attractiveness of offering new services via computers have combined to cause 
many bankers to feel a great urgency to get on the computer bandwagon 
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immediately. Simon, Love and Walker^ ^ found that in banking, insurance and 
finance, the reasons for adoption of new technology was to cope with the 
increasing volume of work and also to provide better customer service and better 
management control. But automation in the 1960s and 1970s has been mainly m 
the form of large mainframe computers to handle the back office operations of the 
banks. 
Gins'*' believed that data processingmachinery and companion equipments 
are only tools. The success of a bank lies not in employing tools and machineries 
but in its people, their experience and skill. Therefore, banks, in order to remain 
competitive have to seek out new customers, discover their problems and solve 
them through wise counsel and creative lending. 
The above cited literature is from the west and demonstrate the reasons as 
to why the computer became a necessity in banking operations. It also illustrates 
that the use of computer was limited and the type of systems found were mainly 
large computers. 
1.2.2.Computerisation in Banking Industry in India: 
As we progress to the 1970s and the following decade-1980s, Indian banks, too. 
started experimenting with computers. In 1975, Vijayaditya"*"* while gauging the 
computer requirements for large scale banking in India found that only two banks 
namely, the Reserve Bank of India and the State Bank of India had in-house 
computing facilities. Here, too, the application was limited to data processing and 
computers were still under-utilised. 
According to Bajwa,"*^  today the banks function is in chaotic situation, 
house keeping is in shambles, customer service is very poor, frauds have been 
increasing, sickness is on the rise and the reporting system has outlived its utility. 
Iyer'*'' has found the solution of the above problem in computerisation of banking 
operations. In the Western World computerisation was competition - driven while 
in India it is use driven. Similar line of argument is taken up by Ratnakar"*^  as he 
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found the use of computers at the apex level, regional/zonal level, branch level 
and in certain miscellaneous areas of banking operations. 
BakhsW^ feels that computerisation as a part of modernization of work 
technology in the commercial bank in India is no more a matter of choice. It is an 
essential contemporary proposition which offers protection against organisational 
decay and promises a healthy growth. But for the successful computerisation, 
there will be a need for attitudinal change in staff at all levels and the top 
managements involvement in motivating the various participants in the change 
process. 
Gulati'*'' compares the introduction of computers in banking with 
development of cheques about a hundred years ago which revolutionised banking 
operations. He emphasises the need for a long term planning for developing wide-
ranging financial services at lower operating costs and reasonable profit for 
sustained growth. He further says that the more successful banks have integrated 
technological strategies with their marketing strategies. 
Kini,^ ° and Kulkami^' suggest a concerted effort on the part of the 
banks to attain the multiple objectives through the utilisation of the benefit that 
computerisation can bring about. But what banks lack is the expertise which has 
to be developed within the bank to be in an advantageous position in integratmg 
the analysis, specification, design and implementation of change. Adequate care 
and caution is necessary in utilising the prospects that computers oifer. 
What is required in the Indian banking sector is making communication 
channel available between them and the clients at all times. The borrowers have 
access to their records twenty four hours a day. In view of the cost effective 
measures,banks are likely to go for computerisation and automation at all public 
places. The growth in technological improvements and the work culture will 
make the banks to gamer substantial business. Their failure to keep pace in the 
technological assimilation will threaten their own survival says Dahotre,'^ ^ 
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Das^ ^ feels that the phenomenal increase in the volume of busmess coupled 
with the pressure of competition, on individual banks to render excellent 
customer service will limit the manual power in favour of the machines. The 
acquisition of modem technology would require the banks to invest huge amounts 
in systems like ATMs, OLTP (On-line Transmission Processing), clearance 
facilitating machines, and image processing etc. But great caution is necessary 
to pre vent frauds by the computer literate through' incryption', and' authentication' 
Since the standardised software would cost huge sums of money, the banks may 
collaborate even into the field of software development. 
To Kavinde,^ "* it is the need for reduction in operational cost which 
necessitated computerisation. He says that the need for diversification has arisen 
in the banking industry, mainly as a result of the falling profitability. It is of utmost 
importance that these operations are conducted with due emphasis on maximum 
economy and operational efficiency. Intensive competition in the financial 
service industry is creating further pressure for reducing cost. 
Kamath,''^  through his celebrated work on Canara Bank brings forward the 
point of self sufficiency of the concerned bank in the area of computerisation and 
forwards arguments in favour of Canara Bank's successful operations. But to 
Padwal,^ ^ the present state of computerisation/ mechanisation in Indian banks 
was not showing satisfactory results at any level, and computerisation was 
marginally spread in the organisation. 
Rangarajan" sought to describe the two areas where computerisation or 
new technology is required; the clearing of cheques and the general management 
functions. Joshi,^ ^ too, emphasise the role of computer for speedy transmission 
and transfer of funds. Singla^^ notes a healthy trend viz., computerisation while 
studying "Fear of Computerisation". He concludes that only 12.8 per cent oi' 
respondents surveyed indicated a sense of fear from computers among the users, 
while 73.1 per cent showed lack of fear. He further concluded that the seniors 
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were more apprehensive than the juniors. 
The above cited Uterature is mainly concerned with the process of 
computerisation in banking industry. The arguments that emerges from the above 
discussion are; due to an increase inworkload, quick cheque processing, efficient 
customer service and to reduce operating cost, computerisation became a 
necessity. 
1.2.3. Computerisation in Personnel: 
U is an estabHshed fact in the past that personnel function had been the least 
attended functions in organisations world over. Consequently there has been 
dearth of literature too in the area of personnel management. When organisations 
introduced computers for their operations, personnel remained the last to be 
attended. Thus the literature on the field of computerisation in personnel is found 
to be scanty. Bricker*'° is among the first writers who envisaged the reasons for 
having computers in personnel. He argues that perhaps the biggest problem for 
personnel is inside its own shop. The traditional personnel function of recruiting, 
counselling, placement, and benefits may get bogged down by the traditional 
methods of handling personnel data. What a personnel man needs is a way to 
handle personnel information more easily, a way which will free the personnel 
staff to do more creative and professional work. 
Long*"' argues that all major business function such as the marketing, 
finance, production and personnel share a common need that is for quality 
information. The ultimate aim of any personnel function is to assist the corporate 
entity, to which it belongs, to obtain the most- cost effective use of the human 
resource over time. He adds, the information needs of personnel can be classified 
into two: administrative and strategic. It is the former in which computer is widely 
used whereas the latter needs them the most which also happens to be the least 
developed area of personnel information. 
Owen" makes a comparison between a personnel officer and computer 
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and asserts that reasons for having one would be the same for other. Many 
company's claim that the major reason for using computers in personnel is to 
improve information. Yet in practice their developments are concentrated upon 
large operational systems that maintain basic personnel records and process 
payroll transaction. Whilst these systems undoubtedly has better information 
then was available from manual records, but it is largely for day-to-day control 
and the main advantage lies in cost reduction, notably saving of staff costs 
believes Prosser.^ ^ 
Balasubramanian '^^  considers manpower constituting the most 
valuable amongst the different resources available to any enterprise. Manpower 
as a resource also has the special characteristic of high variability in its output 
dependent upon the design of management concern that is bestowed upon it This 
is particularly true about the environment where the physical and the intellectual 
faculties of the personnel get significant exercise. It is therefore, surprising that 
computer applications relating to managing the manpower do not seem to have 
made much headway in India, excepting for a few environment. 
The Rise and Fall of Personnel by Kingsley Manning''^  brought a stormy 
response from the practitioners of the industry and defence from Personnel 
consultants. Today's small user-friendly computers have nowprovidedpersonnel 
departments with a means to break out of their classical mould i.e., basic welfare 
and little else. Similar hne of argument is taken up by David.^ * Personnel people 
now have a tremendous opportunity. We can use the latest technological advances 
to translate the data that have been lying dormant for so long, into useful 
information. This should help us make a more effective contribution in the ke\ 
decision making area of our companies. 
1.2.4. Computer in Personnel in Banking Industry in India: 
There seems to be dearth of literature on the above subject. Shah and others in 
1984 wrote that despite computerisation banking industry by its very nature 
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remains labour intensive industry. They do not talk about computers in personnel 
More recently, a few studies which are directly concerned with computerisation 
in personnel function in Banking industry in India can be traced. Most of these 
studies are in the form of seminar papers and periodical literature. 
Padwal and Naidu,^ ^ while looking at the issue of computerisation 
in Indian Banks and its training implications, suggest that computerisation 
requires total involvement. They found that training Colleges of the banks were 
not equipped to impart training in computers. Therefore, such external agencies 
must be identified which can impart training on behalf of banks and enable them 
to meet their needs. 
Recently some authors examined the training requirements of computerised 
banking. Dandekar^^ talks about the HRD strategies in State Bank of India and 
the efforts that bank has been making in training their human resource to achieve 
their objective. Ramanujam '^' takes stock of the infrastructural facilities available 
in banks for training in the era of computerised banking. He too suggests 
employing external agencies for training in high skill requirements. Rao ° 
suggests an improvement in quality of training and an effective post training 
placement. The computerisation of personnel management functionper ^av will 
not enable the personnel managers to become more effective managers as 
believes Mandhyan.^' Nonetheless it will certainly allow them an easy access to 
systematic information which can provide sound basis for effective decision 
making and formulation as well as review of personnel policies. In so far as the 
impact on employee is concerned, there will be better credibility attached to the 
decisions of the personnel managers as these decisions will be based upon 
verifiable data as against the hunches of managers in the past. This should also 
generate fair amount of goodwill and reliance on objective facts rather than 
solutions through personal approaches and sycophancy. 
The corporate offices of most of the Banks have installed mainframes 
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and, the data relating to all the departments have been computerised. Personnel 
related data such as the personnel inventory, training, provident funds accounts 
etc, and business data such as credit information system, management information 
system, inter-branch reconciliation, and investment portfolios etc., are easily 
available Rao asserted.^^ 
Dandekar^^ finds banking industry at a stage where further investment by 
adding more human resources and training would not by itself produce results 
commensurate with costs. The answer has therefore, to be found in a proper man-
machine combination and application of an appropriate technology. He further 
argues that there would be a drastic reduction in future recruitment pattern. It is 
the computer literate who will find access in the industry in different areas of 
banking. 
Computerisation no doubt, facilitates managerial decision making. But, so 
far as the personnel management is concerned, its ambit goes far beyond the scope 
of merely any database or classification of systems. Its basic objective is the 
generation and setting forth of the human energies and directing the same towards 
the achievement of the goals of the organisation as Ghose postulates.^ "* 
The above cited literature clearly indicate two things; first, there is ver\ 
little work in the area of the computerisation in personnel function in general and 
the computerisation in personnel function in particular. Second, these writings are 
neither indepth nor takes up the personnel function in its totality. 
1.3. RESEARCH DESIGN: 
1.3.1. Research Gap: 
In the preceeding section the review of literature makes it clear that no substantive 
study has so far been conducted on computerisation in personnel function in 
banking industry. Most studies examined, are confined to computerisation in 
banking industry in general. However, some periodical literature and seminar 
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proceedings focusses on a limited scope of personnel management i.e., trammg. 
These studies too, are narrative and lacks any depth and direction and repeats the 
facts of the Rangarajan committee reports to a large extent, adding their own 
experience with the banks. Therefore, the proposed study aims to provide a 
detailed process of computerisation in personnel function in industry as a whole. 
1.3.2. Objectives of the Study : 
The objectives of the present study can be classified into two groups: 
1.3.2.1. Broad Objective: The broad objectives of this project is to study the 
computerisation in personnel functions in banking industry in India aimed at 
highlighting the extent of computerisation, reasons for computerising personnel 
function and the impact on decision making process. 
1.3.2.2. Specific Objectives: On the basis of the broad objective stated above, 
the specific objectives of the study are categorised as under; 
i. To study the personnel functions as practiced in 
the banking industry, 
ii. To study the extent of computerisation in each of the sub-
functions of personnel function, 
iii. To study the changing training needs as a result of computerisation, 
IV. To study the structural changes as a result of computerisation, 
V. To probe into the level of resistance to computerisation in banking, 
and 
vi. To investigate the change in flow of information for different 
decisions related to personnel. 
1.3.3. Nature of Research: 
This study is exploratory in nature and it examines the application of computer 
in personnel function in banking industry. 
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1.3.4. Scope of the Study: 
For a study of this nature, it is necessary to determine the scope of the study 
and also to specify its boundaries. 
1. This study concerns itself with the computerisation in personnel 
function in banldng industry only, 
ii. This study confines itself to the personnel function(s) performed 
at the apex level and zonal/regional levels, 
iii. This study further limits itself to procurement HRD and 
compensation management, 
iv. Personnel practices before computerisation does not form part of 
the present work. 
1.3.5 Sampling Procedure. 
Since the study of all banks in the industry is physically not possible in a study 
of this nature, therefore, the samples have been drawn keeping in mind the fact 
that the study can reasonably be a representative one. The samples have been 
drawn on rejection-selection criteria. After the Rangarajan committee reports of 
1984, and 1989 and various industry and bank level settlements, the computer! sation 
process which faced rough weather for a long time came under normal conditions. 
The committees and settlements laid down norms for computerisation of the 
industry as a whole. But what is being seen is that it is the commercial bank which 
is increasingly adopting computers and not the other categories of banks except 
the Central Bank-RBI. 
Three criteria are applied to determine the sample. For a bank to be a part 
of the sample, it has to meet all the three criteria as laid down below: 
i. Banks having 1,500 branches or more in India and abroad 
combined but their major operation should be in India, 
ii. Banks having 5,000 employee in officers grade, 
iii. Banks having 15,000 employee in total. 
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The banks which quahfied the above criteria are Hsted below: 
Name of Bank 
BOB 
BOI 
CB 
CNTL 
PNB 
SBI 
UCO 
UNION 
TOTAL 
Table-A 
Number of 
Branches 
2071 
2058 
1949 
2683 
2671 
7862 
1747 
1739 
22480 
Number of 
Officers 
11121 
10953 
11801 
15688 
13776 
55341 
9115 
9157 
136952 
Number of 
Employee 
42068 
50036 
49294 
48709 
56180 
214598 
34333 
30159 
525377 
All the banks listed above are commercial banks and they also fall under the 
category of public sector bank7^ Although the number of bank in the sample 
given above looks very few, but in terms of the three parameters listed above the 
approximate share works out to be around forty per cent. 
1.3.6. Methods of Data Collection: 
The subject of the study is such that primary data can not be gathered through 
questionnaires. However, the data was collected from both primary as well as 
secondary sources. 
1.3.6.1. Primary Data: Keeping in mind the objective of the study, a detailed 
questionnaire was prepared but during the pilot study it came to light that 
information sought were treated confidential and could not be provided in writing 
as a matter of policy. After a detailed discussion with the top level personnel 
executive a-modification in the method of data collection was made. Now, instead 
of questionnaire, a detailed check-list was prepared and personal interviews were 
conducted on this basis. The two sets of the check list were prepared, one for 
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interview with EDP personnel and the other for the personnel executive not below 
the rank of. manager. 
1.3.6.2. Secondary Data: In order to understand fully the concepts, and to note 
the progress in the field and to analyse the industry, various sources of secondary 
data were explored. Since the concept of computerisation in personnel function 
is still in infancy in India; therefore, western literature mainly available m the 
Personnel Journal, the Personnel, and Computer in Personnel was perused 
through. For the indigenous sources reliance was placed mainly on the Reports 
and Publications of Reserve Bank of India, publications of Indian Banks" 
Association, National Institute of Bank Management, and Banker's Training 
College (BTC). Data was also collected from internal circulars, settlement papers 
both from the industry level and the individual banks. Published data from 
Ministry of Finance and its Banking Division etc., and Annual reports of different 
banks and allied institutions and publication of individual banks are also utilised. 
1.3.7. Problems in Data Collection: 
Even before the data collection began, the problem of permission from selected 
bank's chief executive came up. The permission was given on the ground that no 
questionnaire would be filled, however, personal interview can be conducted. An 
undertaking was submitted stating that the identity of the bank concern will be 
kept confidential with regard to certain data. Files could be examined which 
relates to general matters and not policy matters of the bank with regard to 
personnel or computerisation. In many cases getting time from the executives 
remained a problem. Even when an appointment was fixed the adherence to it 
remained questionable. During the interviews many questions were not answered 
directly and opinion on the issue concerned was expressed which was said to be 
personal. Some executives even discouraged conducting a study of this kind. 
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1.3.8. Presentation of Data and Analysis: 
First of all the data collected was arranged and checked for accuracy. After 
verification and validation it was found that a definite pattern was emerging. 
Therefore, instead of a case method a generalised form of presentation was opted 
in the light of restriction imposed by the banks. The data is being analysed on the 
basis of sub-functions. The data analysed are mainly presented in the chapters-
Ill, IV and V. 
1.3.9. Limitations of the Study: 
There are many limitations of this study: 
i. The first major hmitation is with regard to the sample: all the banks 
representing the sample are public sector commercial banks. 
Therefore, position in banks of other sectors can not be expected to represent the 
findings. 
ii. The data/facts provided by the executives may even include their 
personal opinion. 
iii. Banks head offices in Bombay and Delhi were contacted personally 
owing to the diverse location of their head offices. 
iv. The zones contacted are Delhi, U.P and Ahmedabad. 
V. Since the study heavily draws on secondary data therefore, the 
limitations of secondary data used, remains the limitations of this study 
also, 
vi. Time and finance always remained a constraint in covering a wider area. 
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2.COMPUTERISATION IN BANKING 
INDUSTRY IN INDIA 
AN OVERVIEW 
2.1.INTRODUCTION 
Banking Industry has undergone a phenomenal change since nationaHsation of 
1969. The change from class banking to mass banking resulted in wide geographical 
coverage in terms of branch expansion and ever swelling number of employee 
[See Table Nos. 6&7]. The last decade and a half brought many more changes, 
rangmg from intensification of competition, diversification, to the regulatory 
climate and administered interest rate regime which has given way to situation 
determined by market forces. More recently, the deregulation, and liberalization 
were bound to make banking more complex and the bankers had to manage it on 
scientific and data base approach. As it is the speed and accuracy of decision 
which will determine the future of the organisation and not the size of the 
organisation or the number of its employees. 
A few years ago ''The Bankers Magazine'', outhned the major forces that 
would shape the financial services industry as follows: 
- Macro-Economic Environment, 
- Competition, 
- Regulatory Changes, and 
- Technological Innovations. 
Computerisation forms part of the technological innovations in the banking 
industry of today's world. ^^  The banking industry has been an active participant 
in the computer revolution. The adoption of computer in banking industry on the 
one hand is.closely related to a change in the structure of organisation and nature 
of operations in banking industry itself, and on the other hand, to the emergence 
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of computer as a significant organisational tool. 
Internationally, computers emerged on the business scene somewhere 
durmg the mid-1950s and soon became part of the banking industry7^ The Bank 
of Americaand the First National City Bank of New York were perhaps the first 
among the banks in the world to experiment with computer processmg, especially 
for high value transactions.^^ But even in the U.S., EDP developments withm the 
banking industry until the mid-1960s were confined mainly to large banks with 
deposits of over $100 million. '^' 
2.2 COMPUTER IN INDIA 
In India, too, computerisation started somewhere during the 1950s, when Indian 
Statistical Institute, Calcutta (ISIC) installed a first generation computer.^ ^ 
Another first generation computer, URAL was installed at ISIC in 1958. '^ Till the 
year 1974 some twenty seven computers were installed in India (Of which fifteen 
were in Public sector, five in education and R&D and remaining seven in private 
sector. For detail see Table No.2 ). 
In terms of indigenous capabilities , during the 1960s, India had a very 
small and unsophisticated electronics industry.*^ It is believed that India's defeat 
in the October-November 1962 border war served as a catalyst for a closer 
attention by Indian planners to electronics industry." In August 1963, an inter-
departmental electronics committee (known as the Bhabha committee, named 
after its chairman Dr.Homi J.Bhabha until his death in 1966) was established to 
assess the countries requirements in electronics and to suggest an industrial 
strategy for Indian electronics.^'' It was meant to make India self-sufficient in this 
field at the shortest possible time and in the most economical manner. The 
committee suggested, a production capacity of Rs. 2 crore per annum to meet the 
existing requirement. It further recommended an expansion rate of about 33 per 
cent to reach the target of Rs. 100 crore within ten years period.^ ^ 
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Thus, the Indian poUcy makers had three expHcit goals concerning its ties 
with the international computer industry. First, Indians should participate m the 
ownership and control of foreign computer subsidiaries in the country. Second, 
by the late 1960s and early 1970s, wholly Indian producers should satisfy most 
of the countries needs and the foreign units were to supply very exotic technologies 
and large systems on temporary basis. And, third, India should produce advanced 
systems available internationally at the shortest possible time. 
If we take a close look at the computer installation figures, till 1978 out of 
the 448 computers installed, nearly 86 percent were supplied by the international 
concerns. The share of IBM, the then giant, works out to be about 30 per cent [see 
Tables 1 -3 for installations]. Majority of these computers were installed in public 
and private sector, governmental and academic institutions and institutes involved 
in R&D activities [see tables 1 -3]. The period of 1960s saw the establishment of 
two Indian organisations, namely ECIL(1967) and TCS (1968) for hardware and 
software respectively.^^ 
According to Joseph, during 1973-83. India took a leap forward from 
dependency to autonomy when IBM had to wind up its operations from India. 
Thus the American banyan tree was removed for the Indian shoots to grow.^ ^ But 
the licensing statistics for the years 1970-90,^ ^ suggest that no substantial growth 
in terms of indigenous manufacturing could be achieved until the New Computer 
Policy was announced on November 19, 1984 by the then Congress government 
along with its policy of liberahzation.^^ 
Since the New Computer Policy of 1984, Indian computer industry 
has grown both in terms of physical output as well as range of products introduced 
in the market. The compound growth rate in monetary terms during last plan 
period was- about 50 per cent.''" The high growth rate of the last plan period 
slackened m the subsequent years. The production of computers during 1984-85 
stood at Rs. 95 crore,''' which increased to Rs. 424 crore in 1987-88 and Rs.560 
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crore during 1988-89. The majority accounted for PCs, PC-XTs, PC-ATs and 
systems based on 80386 microprocessors.''^ The deceleration in the growth rate 
of the electronics industry is attnbuted to a shift in government policy. The growth 
came down from 44 percent in 1989-90 to mere 24 per cent in 1990-91. During 
the VIII plan period range of products are to widened as per the blue print. A 
production target of Rs. 2,800 crore for the 1994-95 has been envisaged"" [see 
table Nos. 4 and 4a for production of computer and target during VIII plan]. 
During 1991 -92, the turnover was Rs.970 crore which increased to Rs. 1103.78 
crore m 1992-93 and now (1993-94) to 1223.86 crore an increase of mere 10.88 
per cent. The information technology industry turn over recorded an impressive 
growth of (Rs.4364 crore) 34.42 per cent during 1993-94. The years 1993 and 
1994 are considered as the period of 80386 microprocessor systems, when PC-
XTs became extinct' and 80286 microprocessor base systems are on its way out,"^  
There is a marked drop in the prices of both hardware, software as well as 
peripherals as a result of the economic hberalization. The competition is going 
to get intensified further as the internationally known brands such as the IBM. 
Compaq, and Dell have reentered/entered the Indian market. '^^ Since the home 
market is not to provide Information Technology industry further avenues for 
growth, the trend is towards export of hardware which accounted for Rs .260-270 
crore during 1992-93 and is envisaged to double in 1994. The Software industry 
turnover for the year 1992-93 amounted to Rs. 1080, of which Rs. 675-700 crore 
came from export. During 1993-94 total software revenue Rs 1715 crore 
outstripped hardware revenue. The training sector recorded a growth of 65.43 per 
cent to net Rs 224.90 crore compared to Rs 135.95 crore during 1992-93. "^  
After the IBA"s agreement of 29th October 1993, to computerise 3000 
branches of banks in the banking industry, at least three agencies TCS, the ECIL 
and Kale consultants have announced software packages to perform branch 
automation 
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functions. The packages based on RDBMS, UNIX, and BASIS are made 
available by the above vendors costing around Rs. 15-20 lakhs.''^  It is believed that 
the banking industry's plan to computerise would provide a boost to IT industry 
in India.''^  Thus we may conclude that all the required technology is available in 
the country for the banking industry to go ahead with its programme of 
computerisation. 
2.2.1.Computers in Banking 
The issue of mechanisation/computerisation in banking industry is closely related 
to the massive growth of the industry and diversification of its activities. The 
banks which were confined to urban and commercial centres before nationali sation 
of fourteen major banks in 1969, were required to play an effective role in the 
economic development of the nation and social upliftment of its people. The ver\ 
concept of-banking has undergone a sea change, a rapid business expansion, 
diversification and increasing social orientation. The last few years have brought 
yet new challenges demanding efficient and timely response to meet the 
requirements of 1990s. 
In terms of geographical coverage, the number of branches of commercial 
banks rose from a mere 8262 in 1969 to 30,202 in 1979, 57,698 in 1989 and 
61,235 at the end of March 1993 [see Table No.6.]. A growth of about 741 per 
cent. Likewise the number of employee, too, increased substantially From 
220,000 in 1969 to 594,000 at the end of 1980, and now it stands at about a 
million. The aggregate deposit as on January 7,1994 stood at Rs. 3,03,982 crore 
(Rs 52540 demand deposit and Rs. 251441-time deposits) which rose from Rs 
4646 crore in 1969. The bank credit which was Rs. 3,600 crore has risen to Rs. 
160574 crore.^ ^ Apart from substantial growth on the financial fronts, various 
new series were also created by the banks like merchant banking, portfolio 
management, mutual funds, and leasing etc. 
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The banking scenario in the remaining years of the 20th century and 
beginning of the 21 st century would be expected to witness many changes. Unless 
the banks change their organisational structure, improve their work technolog>. 
and train the staff, they will not be able to cope with the future shock.'°° Banks 
have been taking many steps to meet changing requirements and one of them is 
the computerisation. 
2.2.2. Computerisation During 1960s and 1970s. 
The eflforts.to computerise Indian banks dates back to 1962 with the introduction 
of Unit Record Machines at the Reserve Bank of India (RBI).'°' But if we take 
the financial institutions as a whole, then, in true sense Life Insurance Corporation 
of India was perhaps the first to install a computer in 1963, for maintenance and 
processing of insurance policies. '°^ Subsequently, in 1967 both RBI and SB! 
installed computer systems, the former to process statistical data and for research 
purposes and the latter to reconcile inter-branch transactions.^°^ 
Since the beginning of 1970 various committees and working groups 
appointed by RBI, NIBM, IB A, recommended that computerisation was inevitable, 
though in selected areas of operations only.'""* Following the IBA's settlement 
(First Bi-partite settlement) withAll India BankEmployees'Association in 1966. 
LPMs at Branches and Unit Record Machine at Head Offices were allowed"^' 
2.2.3. Computerisation in RBI 
Even before the formal installation of computer by RBI, it made use of computer 
on time sharing basis with the Tata Institute of Fundamental Research. The model 
CDC-3600 was used for forecasting of various business parameters like deposits, 
bank credits, etc., and also for processing the returns relating to deposit surveys. 
It acquired Honeywell-400 in 1967/68 and an enlarged version Honeywell Bull 
Cii 64/60 a third generation computer. The latter was installed at the then 
department of Statistics (now known as the Department of Statistical Analysis 
and Computer Services).'°^ 
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2.2.4. Computerisation during 1980s. 
The decision of the National Industrial Tribunal (popularly known as the Dighe 
Award), towards the end of 1981 may said to be the turning point in the histor\ 
of computerisation in banks in India. After a full length discussion with the 
disputants; namely RBI and Unions of the employees, who opposed 
computerisation on the ground of retrenchment of staff and reduction in job 
opportunities in future, the Tribunal gave an unequivocal award in favour of use 
of computers and other sophisticated machines. But tribunal put the restriction 
that not more than ten per cent staiFshould be displaced owing to computerisation.'"" 
The Indian Bank's Association (IBA) entered into an agreement with All 
India Bank Employees Association (AIBEA), the National Confederation of 
Bank Employee (NCBE), on 8th September 1983. This was the first industry level 
settlement on computerisation and mechanisation and paved the way for the use 
of Electronic Ledger Posting/Accounting Machines, Micro-processor/Mini 
computers and Mainframe systems to support specific functional area at branch/ 
zonal and head offices of banks subject to certain conditions. Accounting 
machines with attached memory modules were to be utilised in banks for the 
purposes of current accounts, deposit accounts, general ledger accounts cash, 
credit and loan accounts in urban and metropolitan centres. Computers were 
allowed for clearing operations, inter-branch reconciliation, remittances, foreign 
exchange dealings, investment management, personnel inventory, payrolls. 
Provident Funds account, merchant banking and management information systems 
But no mechanisation was allowed for rural and semi-urban branches having 
fifteen or less staffs. This agreement was valid for a period of three years from 
the date of agreement.'°^ 
A few months before the first bi-partite settlement on computerisation, the 
RBI appointed a committee in July 1983,knownas Committee on Computerisation/ 
Mechanisation in Banking Industry, to consider the question of computerisation 
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and to draw up a phased programme bearing in mind the future expansion. The 
committee was headed by Dr. C. Rangarajan, the then Deputy Governor, Reserve 
Bank of India. The committee conducted a detailed study and prepared a plan for 
mechanisation/computerisation and submitted it in 1984. 
The committee submitted a detailed plan for a five year period from 1985-
1989. The computerisation were to take place at the following three level: 
i. Head Office Level 
ii. Regional/Zonal Level, and 
iii. Branch Level. 
At the apex level, the head office of a bank is organised into divisions/ 
departments, on functional basis. Corporate planning and policy formulations, 
monitoring and review of institutional performance are the responsibilities of 
head offices. It is also responsible for audit and inspection of branches in most 
banks. 
The zonal/regional offices are organised on geographical basis, depending 
upon the concentration of branches within the respective area. A regional office, 
generally supervise the working of about 30-50 branches while a zonal office 
supervises the working of 3-5 regional offices. In some banks like SBI, the zonal 
offices are organised on the lines of head office, called local head office (LHO) 
with emphasis on operational areas. The zonal/regional offices share responsibilities 
for planning, development, control over credit operations, personnel management 
and training and administrative services. 
The branches are responsible for dealing with customers and for conducting 
the actual business of the banks. But some branches are also called non-business 
branches or extension counters. There are certain branches which deals in 
functions hke foreign exchange and some are called NRl branches. 
The Rangarajan Committee recommended mechanisation/computerisation 
at all three levels of banking structure in two phases. In the first phase between 
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1985-87, the head offices of the banks were to be equipped with mainframe 
computer systems.'°'' The zonal offices should be equipped with microprocessor 
systems.^'° About 2500 branches were to be equipped with Machines (ELPM) 
and microprocessor systems. In the first 10,000 ALPMs, 200 microprocessors 
and 25 mainframes were to be procured and installed. 
Initially standardised hardware and systems software specifications were 
prescribed for RO/ZO systems. These were finalised with the help of CMC 
limited. Thus VME bus, MC 68000 family chop, UNIX Operating System. 
UNIFY Database, Microfocus COBOL etc., were prescribed and vendors 
empanded on that basis. These have been relaxed recently to take advantage of 
the state of the art available in the country. The only standardisation insisted upon 
is UNIX as 0/S, Microfocus COBOL, and X.25 protocol support. 
CMC limited was also requested to develop standard software packages 
for the applications listed in the committees report. Banks had the option to 
acquire them from CMC or develop it in-house. CMC limited came out with the 
following seven packages: On Credit Information System (CRISP), Personnel 
Inventory System (PINS), and Weekly Returns to RBI (WIRES), Perfonnance 
Budgeting, Cash Management, Provident Funds Accounting and Payroll Most 
banks have operationalised these packages and quite a few of them have 
developed in-house, several packages, such as Investment Management. 
Outstanding entry in Suspense Account, Compilation of Annual Closing Returns. 
Agricultural Credit Monitoring, Share Applications, and Pension Payments etc 
In order to accomplish the massive task of computerisation, immediate 
establishment of Electronic Data Processing (EDP) Cells was recommended. It 
was envisaged that 40,000 to 45,000 data entry personnel and about a 1000 
systems Analyst would be required and the staffing requirement would totally be 
met from within. They should be trained in individual bank's TC/STC for low 
level skills while for high level skills, NIBM and other alhed institutions wall 
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impart training 
There were three considerations for mechanisation/computerisation; viz., 
* Volume and type of data required to be captured; 
* Objectives of information to be extracted from the data 
and the type of processing involved; and 
* Form in which these data are to be stored and 
retrieved subsequently. 
Although the banks embarked on the programme of mechanisation from the 
beginning of 1985 but it was not until the second bi-partite settlement on 29th 
March 1987 that any smooth result could be achieved. '" The agreement laid 
down a detailed norms for computerisation."^ 
The second Rangarajan Committee (1989) suggested full 
automation of 2,000 to 2,500 branches by the end of 1994. It also suggested 
installation of additional mini computers at the RO/ZO level so as to take the total 
to 900 mini computers. But the agreements of 1983, 1987, and 1989 diluted the 
target. Instead of 30,000 ALPMs, only 5,700 or less than 19 per cent were to be 
installed. The plan of computerisation of 2000-2500 branches was reduced to one 
branch per bank per year in 1989 agreement. However no major changes were 
carried out at the level of Head Office and ROs/ZOs. Against the target of 300 
microprocessors the agreement of 1983 itself suggested for 18 mini computers 
per bank at the ROs/ZOs and at the Apex level one mainframe per bank was 
agreed upon. 
A study by E.S. Mohan suggests that the actual installations are much 
below the target even in the beginning of 1990."^ The following figure shows 
installations in the beginning of 1990: 
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Table- B 
Target of ALPMs on 
Description 
Ordered 
Delivered 
Installed 
Operational 
Live-run 
30.09. 
at Branch Level 
Number 
5270 
5224 
4936 
4661 
3812 
1989 
Shortfall 
305 
46 
288 
275 
849 
Target Of 311 Mini Computers as on 30.09.1989 
At Zonal/ Regional Offices 
Description Number Shortfall 
Ordered 
Delivered 
Installed 
Operational 
Live-run 
266 
256 
236 
231 
231 
45 
10 
20 
05 
00 
By the end of June 1992, Public Sector banks alone had installed 5942 ALPMs 
at 2068 branches of which 5506 were operationalised and 5217 were on live run. 
Banks also installed 289 mini computers atROs/ZOs. There were thirteen banks 
head offices having mainframe computers and several others were at an advance 
stage of installation. The number of trained manpower stood at 49400."'' This is 
against the Figure of 1991 when 5190 ALPMs were installed at 1798 branches and 
4977 were operationaUsed and the number of mini computer stood at 282. 
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2.2.5. Objectives of Computerisation: 
The objectives of computerisation are as follows; 
2.2.5.1. Branch Level: 
* improvement in customer service; 
* improvement in house-keeping operation; and 
* speedy transmittal of statistical data for generating MIS control. 
2.2.5.2 Zonal/Regional Office Level 
* to capture data on computer media such as floppy disc or tape, 
validate/ edit them for generation information for control and 
follow up purposes; and 
* to transmit these data for direct input to mainframe computer 
system at head office of the bank. 
2.2.5.3. Head Offices: 
* orderly storage of data in a meaningful format and to facilitate 
their retrieval; 
* analysis of data to exercise control and audit checks; 
* generation of report for management, policy formulation and 
evaluation of performance; and 
* maintenance of external data base on domestic and international 
economy. 
At head offices, certain batch processing application too were to be performed; 
i. reconciliation of inter-branch transaction; 
ii. weekly statement of affairs; 
iii. basic statistical returns; and 
iv. performance of branches. 
This is besides the Word Processing, training report generation, software 
development and consolidation of Annual Accounts. 
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2.2.6. Computerisation scenario in 1990s. 
Computerisation in banking in the present decade is to be largely governed by the 
second Rangarajan Committee (1989) report and in accordance with the Third 
Bi-partite settlement of 1993 (i.e.,. The agreement of 29th October 1993 between 
the Management of 58 banks as represented by the IndianBanks' Association and 
their workmen, represented by All India Bank Employee Association (AIBEA) 
in supersession of all previous industry level bipartite settlements on 
computerisation and mechanisation). This agreement does not put any restriction 
on individual banks entering into an agreement with their unions for higher degree 
of computerisation. But benefits would be on the basis of standard set by the 
industry level agreement. 
2.2.6.I.Branch Level Computerisation as per the 1993 Agreement. 
Banks may partly or fully computerise/mechanise some or all operations in 
branches as specified below: 
All branches falling in the category where 750 or more vouchers are processed 
daily and fall in urban, metropolitan, urban agglomeration and peripheral 
territories treated at par with urban and metropolitan centre for the payment of 
HRA/CCA. Branches not covered above but categorised as special branches and 
non-business branches/ offices carrying out 'special functions' .^ '^  Besides, each 
bank may fully or partly computerise branches every year on the following basis; 
i. bank with branches not exceeding 500, one per cent or a 
minimum of 3 branches every year; 
ii. banks with total number of branches exceeding 500, 1/2 per cent. 
with a minimum of 5 branches every year. 
The banks may also install ATMs on similar lines as in i & ii above. The provisions 
for Note Counting Machine, Signature Verification Equipment, Pass Book 
Printers and Demand Draft Printers has also been made."^ 
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All workman/employees who are in bank's permanent service and 
permanent part time employees drawing scale wages on 1, November 1993 will 
get one advance increament in the scale of pay along with all the consequential 
benefits. Those on probation on 1, November 1993 will get one advance 
increament, one year after the confirmation. 
In the face of the agreement/settlement of 1993 the target of computerisation 
of 4000 branche's set by Rangarajan Committee out of total of 61248 branches 
by October 1996 does not seem possible. "^ But experts in TCS believe that a 
realistic target would be about 2,000."^ If we calculate the total number of 
branches to be computerised per year on the basis of minimum i.e, 1/2 per cent, 
the figure would turn out to be 3062 branches per annum. Every thing remaming 
constant the whole industry(commercial Banks) would be computerised by 
2010-15. 
2.3. CPPD/EDP: 
One of the most important recommendations of the Rangarajan Committee( 1984) 
was the immediate estabhshment of EDP cells to undertake the job of 
computerisation at the banks end."^ After the bipartite settlement on 
computensation( 1983), all major banks set up a separate department at the Head 
Offices and LHO known as the Computer Policy and Planning Department CPPD 
and EDP cells[see Chart for Organisational set up in appendix B, Nos. II&III] at 
the ROs/ZOs. But in the absence of any guide lines either from RBI or from the 
committee on computerisation and also owing to lack of experience, the onlv 
source available to banks was to venture into the western literature and identify 
the objectives of the proposed department. 
The organisation set up of the computer/EDP department may vary from 
organisation to organisation, however, a typical structure may look as given 
below.'^° 
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ORGANISATION OF CPPD 
TOP MANAGEMENT COMMITTEE 
CPPD 
*Systems Development *Systems Management 
*Operations -Systems Officers 
-Systems Manager -Data Processing 
-Project Group -Computer Maintenance 
-DP Manager -Training Group 
-Software Maintenance -Dp Officers 
-R&D Group -DP Operators 
-Branch Mechanisation Group 
CPPD officers were identified after conducting a selection test by BSRB from 
within the bank. It is believed that "it is more difficult to convert an outside 
computer expert into a banker, than a banker into a computer specialist". Initially 
an eight weeks training (on the job) on mini computer and practice to equipment 
with higher level EDP skills were given to the selected personnel. Thirteen 
modules were identified to be administered. The duration of these programmes 
varied from five to fifteen days and the total package of 13 modules were to 
continue for a period of eighteen months. The training was to be conducted in the 
following: 
1. File Organisation and Access Techniques, 
2. Computer Architecture, 
3. Computer Operating System, 
4. UNIX and C, 
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5. UNIFY-DBMS, 
6. Systems Programming Standards, 
7. Data Structure, 
8. Advanced Programming Techniques, 
9. Techniques for On-Line Systems Design, 
10.Quality Assurance, 
11 .Data Communication and Networking, 
12.Design and Control of Information Systems, and 
13. Effective Team Management. 
The two basic functions of CPPD were identified as; 
i. Systems Development, and 
ii.Systems Operations. 
Taking a specific case of Canara Bank, we find that a Data 
Processing section was established in 1965. This section was upgraded into 
CPPD in February 1985, headed by an Assistant General Manager. Here, too, like 
any other bank, people were selected from within, based on an aptitude test and 
trained extensively on a hired DOS in COBOL, and Systems Analysis and 
Design. Realising the importance of this department later on a Deputy General 
Manager was made incharge in 1988 . 
In almost all major banks, we found either an AGM or a DGM heading the 
CPPD section. The organisation chart of Canara Bank has been cited in appendix 
as example for the location of CPPD in the total organisation. An Annual 
Conference of the CPPD chiefs is a regular feature where they get opportunity 
to exchange their views and also abreast themselves with many new ideas. 
At the Zonal level, we find EDP cell in existence, which collects data from 
the regional offices and respective branches, compile them and transfer to the 
respective head offices for up-date of the database at the apex level. Therefore, 
the set found is, CPPD at the apex level followed by EDP cells at the regional/ 
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zonal offices and stand alone PCs at the branch offices or ALPMs in operation 
What is noteworthy here is that Networking is yet to be done, except in some 
banks LAN platform is in operation. Data transfer is through disc or tape to the 
head offices and vice-versa and to the users in the form of print outs. 
By now all banks having any form of computerisation have a CPPD 
department at their central offices.'^' But a criticism for the functioning for the 
CPPD department is that it has not been involved in framing policies and in 
planning for computers in banks. This kind of criticism seems baseless except 
where it is not yet fully established and where it is still headed by lower cadre 
staffs. In five banks it is still staffed by scale III and IV officers. There still exist 
some vacancies to head this department in many banks and technically qualified 
people are not available.'^^ 
• However, we find a substantial progress made in this direction and banks 
are now self-sufficient. It may be worth noting here what Narsimham committee 
'^ ^ with regard to recruitment suggested, "given the increasing diversity and 
sophistication of business, it may be necessary for banks to go to the market for 
recruiting manpower with special skills from fime to time and. it would be 
therefore, necessary to establish a convention whereby a certain per centage of 
posts in several cadres in a bank may be recruited from the open market", if this 
recommendation is implemented even in part, the problems of CPPD and HDP 
secfion would be minimised to some extent. 
CPPD 
EDP EDP/ EDP EDP EDP 
Branch 
Mechanisation Cell 
I \ I i r 
ALPMs/PCs Branch Branch Branch Branch 
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2.4. EFFECTS OF COMPUTERISATION: 
There is nothing new in fears about the impact of new technology on jobs. In the 
US, in 1934, one of the very first Gallup Polls asked people the reason for high 
un-employment. Most people blamed machinery.'^ ^ A study of the British 
organisation shows that the unions were found to be concerned for job losses. 
Association of Scientific, Technical and Managerial Staffs (ASTMS) expressed 
their fears on job losses to the extent of 40 per cent of staff in insurance, banking 
and finance.'^^ However, this may not be true, as has been suggestd by Cooper 
"Technology potentially creates more jobs than it destroys". It creates them by 
makmg totally new products, services and business.'^^ O'Brien James cited the 
example of commercial book keeper, one of the largest job classification in 
banking, which was eliminated but in lieu of this new positions came up. He 
suggests that this change has not caused a permanent decrease in total bank 
employment because of the continued growth of services and activity. It has. 
however, reduced the employment requirement of the banks.'^^ Rosemerry 
Stewart argues that the computer may potentially contribute towards: 
1. reduction in the clerical workforce, 
2. more work with existing/same staff, i.e., loss of potential employ-
ment, 
3. better defined and more systematic work, 
4. more accurate data processing, and 
5. faster data processing. 
While the first two may mean less employment, but the other may possibly lead 
to more employment opportunities.^^^ 
In 1963 when LIC., India introduced computers in Calcutta, the Employees 
Association started an agitation taking the view that the computers had no place 
in the labour surplus economy, though employers found in it a tool for better 
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management control and decision making. '^ '^  
Between 1965 and 1969, in the banking and insurance, the oflPice 
employment rose sharply from 15,222 to 19,213 i.e., 26.2 per cent. WWle during 
the same period clerical employees increased from 13,13,398 to 15,747 i.e., by 
17.5 per cent.' ^ ° But it is not clear whether the increase in employment was owing 
to modem technology or expansion in services of the above institutions. 
The Committee on mechanisation/ computerisation 1984, observed that 
the programme of computerisation envisaged would not result in any reduction 
of labour but some re-allocation of work would take place. As the objective of 
computerisation is not to replace man with machines but to make work life more 
meaningful and reduce the drudgery involved in the routine work. The committee 
correctly pointed out that the work force in the banking industry must look upon 
computerisation as a means to improve customer service and efficiency which 
would lead to growth and thus help to expand employment.'^' But Dholakia '^ -
believes otherwise. The latter asserts that in the U.S and Japan, electronics had 
an adverse impact. Hence, India should cautiously plan its policy of computeri sation 
in view of the high job displacement potential of the electronics industry. Perhaps 
Dholakia is not the only person who fears this, even Rangarajan did not rule out 
the possibility of some job displacement or job redundancy. The question arises 
will there be worker redundancy also? '^ ^ The 1993 settlement on computeri sation 
puts the issue in these words, "there will be no retrenchment on account of 
computerisation. Displacement of staff, if any, as a result of computerisation/ 
mechanisation in a branch shall be kept to be barest minimum. The staff so 
displaced, shall be deployed in the same city or town subject to any bank level 
understanding about rotation, transfer/deployment of staff'.'^ "^  What matters is 
not the present job only, the process of computerisation will certainly hamper the 
future creation of jobs as shown by an in-house study at the State Bank of India 
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2.5. RESISTANCE TO CHANGE AND COPING: 
Managers today, are facing, a number of problems with regards to change of an> 
kind introduced in the organisation. Most of the resistance to change comes from 
lower cadre employees and some time evenfrom managerial personnel. It is either 
because of their non-involvement in the decisionmaking concerning introduction 
of new technology or their inability to cope with the new technology. One of the 
most important factors in delayed deployment of computers, even in the Western 
World is attributed to resistance from the employees, let alone the Indian banking 
industry where it was delayed at least by a decade. 
Why do people resist change in general and computerisation in particular' 
There are very few researches and conceptual works to help us understand the 
interaction of computers and people in an organisational setting. However,there 
are some studies from the West which can help us analyse 'resistance' and 
'adoption'. 
The business and industry world over has taken a quantum technolog> 
leap, greater than any since the industrial revolution of 1800s. Workers have 
adopted coping attitudes ranging from 'blind acceptance' of change to 'counter 
revolutionary resistance', with majority somewhere in between. In behavioural 
terms, the more extreme reactions resemble modes and/or rate of response which 
may be labelled "pathological". The pathological behaviour'^^ can be defined as 
"any behaviour that is not reinforced by the environment or the reinforcing 
community". Some of the sources of antecedents of pathological behaviour may 
include attitudes, thoughts, abilities, and expectations. 
With regard to computerisation, it has been said that even the word 
"computer" may give rise to emotional reactions of many kinds.'^^ As Bemer 
observes, "say the word computer, and people react with love, hate, excitement, 
technocratic arrogance and profit lusf. Computer fear or addiction is not 
confined to any particular industry or community. Some writers suggested that, 
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fear of computer is related to the more general fear of change '^ ^ (a general fear 
of learmng called "mathophobia" or expected to change beyond one's capability 
and made to look like a jerk" called "jerkophobia"). 
2.5.1. Resistance to Computerisation in Banking Industry: 
Initially, resistance to computerisation seemed to be wide spread in the banking 
industry. The above fact is bom out in the number of strikes faced by the banking 
industry during the last ten years or so. The Dighe award of the Industrial Tribunal 
bears a testimony to this fact and the various bipartite settlements (1983, 1987, 
1989, and 1993) on computerisation, further substantiates the same point. The 
two committees on computerisation (1984 & 1989), assured the employees that 
there would be no worker redundancy, and the job redundancy or work 
redundancy will be tackled through retraining and redeployment. A study on 
banking conducted in the mid seventies, suggests that the resistance to 
computerisation is caused by three general factors: 
1. lack of information to employees regarding decision to automate. As the 
employees resisted the known change more than the unknown ones, 
2. the necessity to give up the "tried and true" ways of doing things under 
new operational methods and techniques, and 
3. loss of authority, power or prestige. '^ ^ 
The study further suggests that, it is the clerical staif where the resistance is more 
widespread. 
During the course of this study in a number of personal interviews with 
personnel people it was observed that the kind of resistance pointed out b> 
Vijayaditya is still prevalent to a large extent. And resistance among elder 
generation of the personnel staff was mainly due to the fear of loss of power and 
authority.'^" They see the young personnel of the EDP cells, a threat to their 
authority and sometimes even resist in the form of disbelief to the facts and figures 
supplied by them and perform manual calculations instead. But reliability is found 
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to be increasing with the passage of time. 
2.5.2. How to Cope with Resistance? 
'Every one lilces change, no one hkes to be changed',''*° emphasises that 
introducing change without providing any insight in how to manage it. One of the 
best way to deal with problem behaviour of any kind is to prevent them. There 
are several indications that adverse reactions to computers can be prevented by 
programmes ranging from conceptual and academic to hands on training with 
machmes.'^' Some authors have suggested group sessions for managerial and 
professional staffs, '"^^ while others have emphasised a more concrete approach 
of training both awareness and skill based. ""^  
In short, to minimise the employee resistance to computer require the 
following; 
1. involvement in decisions to computerise, 
2. training both awareness and hands on with machines, 
3. regular meetings of computer personnel with other staffs, and 
4. assurance from top management. 
2.6.PERSONNEL INVENTORY SYSTEM (PINS) 
2.6.1.Introduction: 
The term "Inventory" in common management parlance means list in stock. 
Personnel Inventory refers to the list of people employed by the organisation with 
their biographical details, education level, skills, abilities etc. A personnel 
inventory system helps inmanpower planning. It ensures the supply of individuals 
from within the organisation for any position that may be in hand or arise in future, 
apart from determining different HRD activities. 
For the success of a manpower planning or an HRD programme in any 
enterprise, a complete data regarding persons employed in the organisation must 
readily be available in an accurate and up-dated form. The data, either complete 
45 
or incomplete, available in the personal files of employee is to be put together in 
a meaningful format. Since most of the data in personal files are found to be static 
and mcomplete it has to be up dated from primary sources to build up an inventor\ 
of complete, and non-redundant records. This record when processed on a pre-
determined parameters, would provide information to management for the day-
to-day administrative decisions. On a higher level, it also assists in corporate 
policy forrnulations for the organisation as a whole. The fact to be bom in mind 
at this point is that a personnel inventory system forms part of Personnel 
Information System/ Human Resource Information System. 
Literature on banking industry in India indicates that plethora of data is 
generated by the banking operation. But still the weakest link in the banking 
system today, is the information system and the personnel function is no exception 
to this fact. A computerised information system could be helpful in making the 
required data available in time and in an accurate form for decision making. This 
will be helpful in avoiding adhocism and arbitrariness. ''*'' The creation of an 
inventory system is perhaps the first step in dealing with the above problem. The 
PINS should be backed by powerful report generating capacity to get the 
maximum benefits.''*^ Some of the Indian organisations like L&T, BHEL, NTPC, 
ONGC, ITC and Voltas etc., are already having a sophisticated Human Resource 
Information System. '"^ ^ There are a large number of packages available in markets 
in India and abroad like the personnel inventory supplied by MANTEC in CP/ 
M, DBASE;, the Skill Inventory by the same supplier in Microfocus COBOL and 
the Personnel Inventory and Records by SONATA in WS and LOTUS. The 
Andhra Predesh government has been using personnel inventory system for the 
placement, .transfer and promotion of the doctors since a long time."'^ 
2.6.2 PINS in Banking Industry 
The history of the creation of PfNS in the banking industry is as old as the history 
of computerisation in the history. Even before the first bipartite settlement on 
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computerisation and mechanisation (08.09.1983), some of the banks said to have 
proactive personnel management, took up the work of buildmg up a personnel 
inventory system. This was meant to provide an easy access to data for decision 
making purposes. For example, the Bank of Baroda made efforts to build up a 
personnel inventory system of officers as far back as 1968-69 and 1972-73. "^^ 
At about the same time, the State Bank of India, the largest bank in India, also 
made efforts to build up an inventory system. Another bank in State Bank group. 
State Bank of Patiala also followed the suit. But the real break through came, 
when the 1983 settlement allowed the use of computers including mini computers 
for building a personnel inventory, apart from management information system 
and other functions. ''*'' Following the Rangarajan Committee report, CMC limited 
developed PfNS for the banking industry. 
2.6.3. Process of Building a Personnel Inventory System 
The banks which developed an in-house inventory system even before CMC 
came out with a package called PFNS, which followed a two stage process m 
building a Personnel Inventory System or Manpower Inventory System. In the 
first stage, through various seminars and discussions the scope and objectives of 
PFNS/MPIS were determined. Later on, on the basis of reports to be generated, 
data requirement of inventory system was ascertained. The required data fell m 
both, the static and the dynamic category. Since the number of employee to be 
covered was very large and there were numerous data fields, the personal files 
became the first source of data. First of all data mostly stafic in nature were culled 
up from the personal files of officers and a profile was prepared. The profile when 
checked were found to be suffering from enormous inaccuracies, and some were 
even incomplete. But the purpose was served, that is some kind of a database 
came up. 
In the second stage a detailed format along with a list of code number cum 
instruction was prepared to capture data from the individual concerned. This was 
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circulated among employee with a request to return them withm the specified 
period of time. In the meantime using 4GL compiler an application was developed 
in-house- a Data Base Management System and data collected after validation 
was fed into the data base. The exercise started at the head office and came down 
to ROs/ZOs. The former was for the entire bank and the latter for the RO/ZO 
concerned. Most of the data were collected from the ROs/ZOs, updated verified 
and transferred on magmatic medium to the head office. This is in the absence of 
networking (proposed). Most of these data bases are in UNIFY-C- Interface or 
COBOL. At the zonal level the system used are mini computers where as at the 
head offices on mainframe. Some banks have even replaced their mini computers 
with RISC MAGNUM. In either case Operating System used are UNIX or an\ 
other mutli-user environment. After the development of PfNS by CMC limited, 
the banks have started using it for the maintenance of inventory. But owing to the 
large volume of data the process of data entry for employee other than officers 
are still in process. 
2.6.4. Data Requirements 
The data requirement of an inventory system fell in the following categories: 
1. Biographical Details, 
2. Service Particulars, 
3. Educational Qualifications, 
4. Technical/Professional Qualifications, 
5. Training Particulars, 
6. Experience Details, 
7. Languages Known, and 
8. Family Particulars. 
Each of the above category of data heads were further divided into several fields 
[ for details see appendix B-I]. 
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2.6.5. Problems in Data Collection and Up-date. 
One of the major problem was the very size of the scheme itself. The data was 
to be collected from the primary sources which mostly resulted in large data 
redundancy and inaccuracy. The late response or non- response from the 
concerned individuals also became a problem. Whether due to resistance or mere 
negligence, the work of data collection was hampered. 
After the data were collected and checked for completeness, feeding posed 
a problem of yet another kind because of low priority given to the personnel 
inventory. Then came the issue of keeping the data in an updated form which 
required continuous up dating. Although, a definite schedule exists but mostly it 
is not adhered to or the data needed are not available. In Canara Bank the data 
up date responsibility rests with the personnel staff trained for the purpose but in 
most cases it is the EDP personnel who performs the work on behalf of the user 
departments. 
2.6.6. Reports to be Generated 
There are two types of reports generated by the PINS. First, the standard report 
like: 
1. • seniority list in the organisation, 
2. seniority list zone-wise, 
3. list of women employee, 
4. hst of reserve category employee, 
5. list of employee trained during the year, 
6. list of employee having no training, 
7. list of employee having specialised training, 
8. hst of employee having computer literacy etc. 
The second category of reports are called the adhoc reports. These reports are 
generated on request from the user on the parameters provided. The SQL help the 
system generate report on one or more parameters. 
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2.6.7. Summary 
In most banks, inventory system is in existence. They are either developed in-
house or are suppHed by CMC hmited called PINS. But data available on 
computers are mostly for officers only, for the other category of data, the process 
of building is still on. The work is taken up by CPPD/EDP at the HOs/ZOs. The 
data transfer is still through disc or tapes. No networking has yet been done. The 
training colleges of some of the banks are having stand alone PCs for mamtenance 
of training records. The data maintained are widely used for training, promotions, 
transfers and demotions/ punishment etc. 

3.PROCUREMENT OF HUMAN RESOURCE 
3.1.INTRODUCTION: 
In the past thirty years we have moved from an industrial society to an information 
society in which 60 per cent of the workforce is occupied with creation, 
processing and distribution of information. The organisation world over has 
started realising that after people, information is its most important asset. Many 
aggressive firms are learning to use information technology and their people as 
strategic weapon to gain, regain and sustain competitive advantage within their 
markets. In the past, development of a firm's strategic business plan focussed on 
production, distribution, development, price and market environment. The 
human resource necessary to execute the plan generally were not considered 
strategic. 
Today, the firms which are described as "people intensive" or "people 
oriented" are including human resources and the related information flow 
requirements as a primary element of the corporate strategic plan. This may be 
because of the rapid proliferation of computers, innovations in production 
systems, increasing size of organisation, liberalization, and diversification. The 
changes are so fast that the people can not be taken for granted. In past, attention 
of managers were towards administering necessary conditions of work.''° 
Recently the word Personnel Management was questioned and a new term 
"Human Resource Management" came into currency. But soon people started 
saying that human can not be considered as a resource and a new terminology was 
given to this concept,i.e.,' Human Talent Management'.' ^ ' For the purpose of this 
study we have considered the three terms as synonyms and may even use them 
interchangeably. 
In most organisations the Personnel Management is an independent 
function. Despite an increasing trend towards computerisation, banking remains 
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a high-labour more than high-technology industry. The success of a bank depends 
on managing the human talent successfully. 
In most texts human resource management systems and personnel 
management are divided into similar functions. But for the present study it is 
divided into the following broad categories with its sub categories. The 
classification is purely arbitrary and taken together for convenience sake. 
1. Procurement of Human Resource 
* Human Resource/ Manpower Planning, 
* Recruitment and Selection, and 
* Equal Employment Opportunities. 
2. Human Resource Development; 
* Training, 
* Performance Appraisal, and 
* Career Planning. 
3. Compensation Management; 
* Payroll, 
* Other Benefits, 
3.2. HUMAN RESOURCE / MANPOWER PLANNING: 
Human Resource/Manpower Planning is the process of identifying and 
implementing appropriate activities to ensure that the Human Resource function 
is supporting the organisation's direction. This system is used to prepare human 
resource statistics, and analyse staff turnover or wastage so that demand and 
supply forecasts can be made and comparison carried out between budgeted and 
actual figures. Its major functions involve human resource mobilisation, succession 
planning, and career planning and inputs for skills demand. 
Human Resource Planning is the first operative function of human resource 
management. But it remained neglected in banking industry in India for a long 
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time."'" It means different things to different people. To some, it means manpower 
forecast while to others, ensuring the supply of manpower. The right explanation 
of manpower planrang may said to be, securing right person, for the right job, at 
the right time, and in right numbers. This means that not only demand and supply 
is to be ensured but also the classification of jobs and the persons needed 
according to the skill requirement for the available job. The first and foremost 
question to be faced by a personnel manager is to determine as to how many 
people will he need? As with over staffing, cost would be excessive, with under 
staffing, opportunities will be missed. The objective of this section is, first to focus 
on the concept of manpower planning and then to see as to how computerisation 
has affected the planning process and how it can be used as a useful tool in 
assisting manpower planning. 
The assumption that the developing countries with surplus labour, also has, 
trained manpower available for any specific skill requirements, is not generally 
so.'^ ^ This kind of assumptions prove to be misleading. For example , in the 
banking industry's CPPD/EDP section there still exist a dearth of qualified 
manpower as it is still staffed by scale II & IV officers. The Annual Report of 
Department of Electronics, Government of India shows that as computer industr} 
expanded, a large number of institutions in the formal education system were 
motivated to introduce courses in computer science in collaboration with UGC/ 
Ministry of HRD, Directorate General of Employment and Training and State 
Governments.'^ '* 
Manpower Planning makes for different purposes at different level; 
national, sector-wise, industry-wise, and individual unit-based.'^^ What ever may 
be the level, the two questions, how many people will we need ? and how many 
people will we need to hire (or train)? have to be answered. The first question is 
determined by the business plans, market conditions, technology, individual 
productivity and a host of other environmental factors.'^^ We also need to analyse 
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as to how many present employee would be available in future to continue in 
different positions and of different categories after allowing for turnover, 
retirement and promotions etc. The first question is answered by the demand 
forecast and the second question is answered by subtracting the supply forecast 
from the demand forecast.'" 
3.2.1. Techniques of Forecasting: 
The are various techniques of forecasting human resource requirements. The 
important ones include, trend analysis, correlation analysis, and computerised 
forecasting.'^^ 
3.2.1.1. Trend Analysis: Trend Analysis means study of a firm's past employment 
needs over a period of time to predict its future needs. How staflTing levels have 
changed over time or in other words to see firm's employment trends over the last 
five years or so. One may compute the number of employees in an organisation 
at the end of each year during the last five years, or perhaps the number in each 
sub group. The purpose is to find clear trends and then extrapolate them 
However, this exercise may at best be used as an initial exploratory exercise, since 
employment levels rarely depend solely on the passage of time. 
3.2.1.2. Ratio Analysis: Ratio Analysis in terms of Manpower Planning, 
determines the ratio between some causal factor and number of employee 
required. It can be for example, manager to clerk ratio in a branch of a bank, or 
a manager to sub-staff rafio in a branch and thereby to determine as to how manv 
new clerks or sub-staff would be needed to support the extra manager. As with 
trend analysis, ratio analysis assumes that productivity remains about the same 
over a period of time which in reality rarely happen. 
3.2.1.3. Computerised Forecasting: Computers can also be used for forecasting 
manpower requirements. Some experts have developed a computerised packages 
for forecasting.'^" In the Citibank computerised system is in use for forecasting 
manpower requirements.'^° With a computerised system an employer can check 
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the effects of productivity on sales and sales on personnel requirements. 
There are various statistical packages like SPSS, Systat, and SAS. 
available in the market which can help in trend analysis, correlation analysis, 
regression analysis and multi-variate analysis. Which ever approach we use for 
determimng the requirement, managerial judgement will play a vital role 
Judgement will need to be used to modify the forecast based on factors likely to 
change in future. 
3.3.HUMAN RESOURCE PLANNING IN BANKING 
INDUSTRY: 
Manpower Planning is a recent development in banks like any other industry. For 
a long timebanks were unfamiliar with the concept and techniques of manpower 
planning.' ^ ' Soon after its establishment NIBM organised a seminar on management 
development for top level and senior level executives. The participant unanimously 
felt that the manpower needs of bank had to be forecast on a scientific basis.'^' 
Subsequently the Banking Commission also recommended setting up a separate 
manpower planning cell incharge of a qualified senior executive and responsible 
for "manpower forecast, job analysis, personnel inventories, planning for 
recruitment and training and introducing schemes for motivation and worker 
participation".'^^ As a sequel to the above, many banks established manpower 
planning cells in their personnel department. 
The reasons for an emphasis on manpower planning are many. The decade 
following nationalisation of fourteen major banks saw an spurt in branch 
expansion and consequent increase in the number of staff at all levels. Then came 
the phase of expansion in terms of diversification during the early 1980s. And the 
late eighties experienced a change in the form of emerging technology and need 
for its adoption by the banking industry. 
Need for Human Resource Planning in Banks arise because of the following 
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factors: 
1. to carry out day to day operations, 
2. to meet the needs of expansion, diversification etc., 
3. to meet the challenges posed by competition, adoption of new 
technology, 
4. surpluses and shortages created by Union pressures, and 
5. maintain sound Industrial Relations. 
The above list can be made more exhaustive but our purpose here is just to 
demonstrate rather than to make it descriptive. In the present scenario the 
importance of Manpower Planning has further increased owing to the financial 
reforms process,'^ "^ business expansion in different areas and computerisation. It 
may also be because of the competition envisaged as a consequence of 
liberalization. 
The introduction of computer has affected manpower planning activity of 
banks. Banks have been facing the problem of placement of EDP personnel 
within the organisation as well as the related changes in the personnel function. 
The need for a Computerised inventory system was felt for the EDP personnel. 
The rotation of people through various EDP function has not provided a long term 
answer to the banks' requirement for trained people. There are two alternatives 
of this problem: First, to hire from outside, and second, to train people from 
within. During the course of planning process a stock of present employees is 
necessary to determine how many people have to be hired from outside and with 
what skills. 
Banking industry is now at the consolidation phase and large scale 
recruitment even without computerisation is a thing of past. The governmental 
restrictions on recruitment (not more than 1 per cent of recruitment per annum 
(calculated on the basis of total employee at the of the last financial year) have 
brought down the growth of staff in the industry. It is believed in the bankmg 
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Circles that the future requirements even if the restrictions imposed by RBI is 
removed, will be mainly for meeting additional busmess requirements and for 
replacement of the staffretired or deceased.''' The above study based on in-house 
studies conducted by SBI predicts thatthe future requirement would be more than 
offset by the displacement as a result of computerisation. This is posing one of 
the biggest challenge for manpower planning in banks. 
There are three components which contribute to the development of a 
manpower plan. They are business expansion, branch expansion and replacement 
on account of promotion and retirements. There are three aspects in a scientific 
and integrated manpower planning. The first is to determine the demand, the 
second, the supply and third is to balance the two to find surpluses or shortages. 
One of the major problems in manpower forecast is the choice of predictor 
variable(s). '^ '^  The banks apply various ratios to asses manpower demand;'^ ^ 
deposit credit ratio, voucher to workman, voucher to oificer, officers/clerks/ 
subordinate staffs. Verde has used regressional analysis to predict the manning 
levels in banks.'^^ He forecasts total manpower as a function of total deposit, 
using the time series data. Shah and Patil have developed a manpower planning 
forecast model based on multi-variate regression analysis, using time series and 
cross sectional data.'^ '^  
In the present context, when there is a restriction on employment, not to 
employ more than one per cent of total staff strength, the man power planning 
function has become all the more critical. While planning for the future requirement, 
banks calculate the total requirement as per the Reserve Bank of India guidelines. 
Then they allow for exit in each positions as a result of retirement and death to 
arrive at the total requirement for the year. Once the total figure is determined, 
the banks classify the positions according to skill requirements of each job. 
How many employee will be needed ? The question that follows is how 
many people will be hired from outside. If the required number of persons with 
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necessary skills are available then there is no need to hire from outside. This 
brings the question ofdeterminingthepromotionforthe year in differentpositions 
and to identify the individuals to be promoted in each position. It is here that 
computerised inventory system plays a vital role in determining internal supply 
for different positions. But forecast does not only mean to determine share 
number but to take organisation's special circumstances to allow for changes that 
are in store, is believed by management, and is actually used for decision 
making.'™ 
The supply from within calls for an integrated system comprising of career 
planning, training and development and performance appraisal. Even if the 
recruitment is from outside through BSRB or any other agency the new recruits 
have to be trained to take up the responsibility. To sum up, we may say that the 
Manpower planning system in existence in banks have outlived its life and 
therefore a revamped system based on computerised system may help in making 
the system better. But we do not suggest that the judgement will not play any role. 
Banks like State Bank of India has already established a full-fledged system based 
on computerised inventory system to conduct the manpower planning function 
and other banks, too, are on its way. 
3.4. RECRUITMENT AND SELECTION 
The banking Industry has reached a stage where further investment by adding 
more human resources and training would not by itself produce results 
commensurate with the costs involved. The answer has, therefore, to be found in 
a proper man-machine combination and an application of appropriate technology 
There has been a deceleration, overtime, in the rate of grov^h in staff; the trend 
has become more pronounced in the mid-eighties onwards.'^' 
The average intake of staff during the last two decades laid down below 
shows an increase in staff strength from 1973 to 1985 but thereafter it drastically 
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decreases. 
Period 
1973-1975 
1975-1980 
1980-1985 
1985-1990 
Average Number of Additional 
Staff during the period 
23,000 
44,000 
49,000 
4,000 
Although Rangarajan committee and the subsequent settlements between the 
IBA and Employee Association ensure that there would be no displacement as 
a result of computerisation, however, reallocation can not be ruled out. But it may 
be noted from the above figures that computerisation in real sense began during 
1985 and it is the same period when addition of staff is found to be the lowest. 
So far no scientific study has been conducted in India with regard to the 
type and extent of surplus generated by computerisation of banking industry This 
may be because the issue is sensitive and union in the industry is highly organised 
and volatile It may partly also be due to the fact that computerisation process is 
still m infancy. However, two in-house studies by one of the staff training colleges 
on the basis of impressionistic and observed data suggest generation of fairly 
large surpluses at mechanised/ computerised branches.'^^ If these studies are 
indicative of future, then the computerisation of 6000-6500 branches in next ten 
years would generate a surplus of around 4000-5000 employee per year, more 
than the employment generated during 1985-90. Therefore, the future recruitment 
would be offset by the surpluses. The recruitment pattern, too would undergo 
drastic changes.' ^ ^ We will take up the issue of recruitment in the above backdrop. 
Recruitment refers to a process of searching for prospective employees by 
the employers or their agents, and to stimulate and encourage them to apply for 
59 
jobs in the concerned organisation. Traditionally, Indian banks encouraged 
school leavers to join banks on clerical positions and grow within the bank by 
acquiring professional qualification and experience. As the belief prevailed that 
highly qualified people were not suitable for banking jobs which was considered 
monotonous. But lately, banks started recruiting both at clerical and oificers 
(probationer) level qualified and experienced people to cope with increasing 
professionalisation of job. 
For any bank there are two sources of recruitment: Internal; and External. 
3.4.1. The Internal Sources; refers to those who were or had been on the payroll 
of the organisation. Some surveys even indicate that up to 90 per cent of all 
management positions are filled through internal sources.'^'' It is the utilisation of 
existing human resources through planned placements and transfers. '^ ^ The ratio 
of internal promotees to direct recruitment ranges from nil: 100 to 50:50. '^ ^ Filling 
open positions with inside candidate with choice and not under compulsion has 
several benefits. Employees see that competence is rewarded and morale and 
performance may thus be enhanced. But it may some time backfire. Apart from 
the present employee, retrenched employee, too, should be considered as the law 
provides for recruitment of retrenched employees first, if they fulfil the requirement. 
Promotions from within, to be effective, requires using job posting, 
personnel records, and skill banks.'^^ Job posting means posting the open job and 
listing its attributes like qualifications, working schedule, and pay rate. Posting 
is generally not used when promotion to supervisory position is involved, since 
management often prefers to select personnel itself for promotion to management 
levels. '^ ^ In banking industry in India, a large number of posts are filled by 
promotions from within the cadre and across the cadre, i.e., officers grade I to 
officers grade II and so on and from clerical grade to officers grade and in some 
cases from subordinate staff to clerical grade. In the present context the EDP cells 
to be staffed under the pressure from unions had to be staffed by the internal 
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people who opted to be relocated and fulfilled the requirement. The manpower 
mventory system, as explained in Chapter-II, helps the banks find suitable skill 
within the bank by having a glance at the profile of employees. 
3.4.2.External Sources: Entry level jobs are usually filled from the external 
sources. In banks recruitment beyond entry level is rare, however, Narsimham 
committee recommended that for high skill requirements banks may have to 
recruit from outside. This is substantiated by the fact that many specialist 
positions are still not filled up in computer sections and even the trainers at staff 
colleges for the required skill may have to be recruited from outside. 
The recruitment process begins with the submission of requirement by 
individual banks to the BSRBs as per Banking Services Act 1975. The centralised 
recruitment by one board was overburdened and therefore, replaced in 1978 by 
nine boards to cover twenty nationalised banks. These BSRBs render services 
like inviting applications; conducting selection tests, conducting interviews, 
selecting the candidates and allotting them to the banks as per their requirement. 
We must bear in mind at this point that majority of recruitment is at entry levels 
only i.e., as clerks and probationers. 
The clerical recruitment in public sector banks continue to be through 
BSRBs. The nine BSRBs handled clerical recruitment of 20 nationalised banks 
and the thirteen RRBs for the State Bank of India and its associated banks. A large 
number of banks sought help of Institute of Banking Personnel Selection (IBPS). 
Similarly for Officers, Probationary Officers, the recruitment in nationalised 
banks are carried out through BSRBs and for State Bank of India and its 
Associates through CRBs. 
After the formation of BSRBs for both clerical and officers recruitment, 
objective type tests were prepared having a weightage of 2:1 for test and interview 
respectively.^^" Now the professional bodies like IBPS helps State Bank of India 
to recruit their POs. The idea of a Banking Service Commission is still to be 
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implemented. To enable the employees in clerical cadre with adequate potential 
to make career in the banks, a fast track channel known as "trainee officers" has 
been introduced by State Bank of India. They also recruit specialists, officers 
directly from the employment market.i^° Upon computerisation of banks, the 
staffing of the CPPD and EDP section too came under the BSRBs, CRBs and the 
IBPS.'^' 
3.5. EQUAL EMPLOYMENT OPPORTUNITIES: 
The banking industry like any other sector has to offer employment to those 
sections of population which are considered underprivileged in the eyes of the 
government or has rendered valuable service to the nation and are provided with 
some kind of reservations. In India there had been three distinct categories for 
whom reservations in jobs were provided. They are; the Scheduled Castes 
(reservation of 15 per cent seats), the Scheduled Tribes (reservation of 7.5 per 
cent)'^ ^ and the ex-servicemen and physically handicapped for whom there is no 
fixed per centage but are provided for from time to time in the range of about 2.5 
per cent. After the passing of the Other Backward Classes bill the total reservation 
has increased to nearly 50 per cent. 
All banks in public sector employ the above category people except the 
Other Backward Classes which is yet to be implemented although circulars to this 
effect had already been issued. The banks have to file a report to the government 
both half yearly and annually viz, the reserved category employees which is 
statutory. The records of promotion of Schedule Castes and Schedule Tribes 
along with records of ex-service men and physically handicapped are to be filed 
on annual basis. The review committee on rationalization of returns have 
proposed to change the frequency of these returns to be annually only 
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3.5.1. Pre-recruitment Training/coaching Reserved Posts: 
The need for pre-recruitment training for reserved jobs can be traced to the job 
reservation pohcy itself. Most often the quota meant for candidates belonging to 
the reserved categories remains unfilled owing to non-availability of candidates 
with required knowledge and skill. The tests devised by recruitment boards are 
such that general education at Universities/Colleges/Institutes does not suiTice 
the modem testing parameters. In principle the concept of pre-examination 
traimng was accepted by banks, but who should carry it out remained unresolved 
for a long time. It was only after the Rangabashyam Committee '^ ^ that the 
problem was solved. 
Now most BSRBs entrust each of the banks under them to train a number 
of candidates for a particular examination. It is the responsibility of the banks to 
interact with the candidates and provide them training. How far these trainings 
are useful can be gauged by the rate of their success. For the two BSRBs, Baroda 
and Bangalore as many as 1,18863 candidates applied for officers examination 
training, ofwhich only 34253 (28.82 per cent) were found ehgible. Fortheclerical 
cadre figures for BSRBs Baroda, Bhubaneshwar, Calcutta, Guwahati, Jaipur and 
Hyderabad totalled 5,14939 and the eligible candidates out of the total were 
1,43754 (27.92 per cent), for the year 1990-91 .'^ ^ The training of such a large 
number require a vast infrastructure but individual banks are carrying out this 
responsibility. 
With regard to the reserved category employment very little disparity 
exists in banks. For example Punjab National Bank employed a total of 25.1 per 
cent people in officers cadre the reserved post filled were 15.58 per cent. 
Similarly out of 50.6 per cent clerks the Schedule Castes and Schedule Tribes 
were found to be 45.42 per cent. The total Schedule Castes and Schedule Tribes 
employee works out to be 38.99 per cent much higher than the figure provided 
by the government. 
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3.6. COMPUTERS IN RECRUITMENT: 
Computers are used in recruitment process for streamlining administrative 
procedures and realising gains in terms of manpower savings. It may be used as 
a filing cabinet to store details of each applicant, date of receipt of application, 
date of interview, and the outcome. For the internal sources of recruitment the 
manpower inventory system developed by various banks and in majority of cases 
called PINS as provided by CMC limited may help to produce a list of candidate 
who fulfil the criteria for upward mobility in he organisation and also prepare a 
list for special assignments based on hard figures. The various reports generated 
can help in not only recruitment but in an integrated personnel function. 
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4.HUMAN RESOURCE DEVELOPMENT 
4.1. INTRODUCTION: 
Personnel function had long been one of the most neglected banking functions. 
The beginning of the HRD era in India brought banking industry in its fold during 
the late 1970s and the beginning of 1980s.'^ ^ HRD is thought to be "a continuous 
process, to enable every individual to work in as a member of an effective team 
and to realise and activate his/her potential which enable an individual to achieve 
the organisation's goal, and in the process derive a lot of intrinsic satisfaction'". 
HRD is primarily concerned with helping employee develop through 
training, feedback and counselling by their senior officers and other development 
efforts.'^ ^ It consists of sub-systems like Training, Career Development, 
Performance Appraisal etc. 
4.2. TRAINING 
It is now widely recognised that training is a powerful instrument for improving 
staff productivity through development of people. But what is not appreciated is 
the fact that training is a scientific field, and like any other scientific activity 
demands exactitude of objectives and methods.'^' Training is an specialised 
function. It is also one of the fundamental operative functions of Personnel 
Management. The training directly contributes to development of all kinds.' ^ ^ But 
it also happens to be one of the least attended function.'^" The training exposure 
per employee in Indian banks is only 1.5 days in a year compared to five days in 
the U.K. and fifteen days in the U.S.'^° Although the scenario is progressively 
changing and more and more emphasis is being given to training, but still it is 
argued that wrong nominations and faulty post training placement, continue to 
blemish the training system in India.'^' 
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The problem of training in today's banks represent a qualitatively and 
quantitatively different kinds of problem than it did for the bankers about a decade 
ago. Narsimham Committee observes that modem banking is getting ^skill 
intensive' and 'employee training', therefore, has to be recognised as an 
important investment, to develop skills and attitude among staff. The reasons for 
this shift towards training is mainly due to intensive competition from within and 
outside, the changing work technology, diversification, liberalisation and 
technological introduction and/or upgradation to mention a few, apart from 
personal aspirations of individuals to grow higher in the organisation. Some of the 
skills required for an effective banking can be learned on the job, but others 
requiring specialised knowledge have to be learned oflf-the-job. For example, the 
training need of a new enterent would be different from the existing personnel, 
similarly the requirement of clerical staff would be different from the managerial 
staff. Even within the managerial staff, there would be a clear distinction between 
the requirement of JMGs, MMGs and SMGs. 
The employee facing job redundancy '''^  will require an entirely different 
kind of trainingfor redeployment. The objective of this section is to provide a brief 
over-view of traimng system in banks and then to delve upon the issue of the 
training in the era of computerised banking, and also to look at the problems and 
prospects. As far as possible the traditional description viz., methods etc will be 
avoided. Since it could be seen from the available literature. 
4.2.1.Inception of Training in Banking: 
The training as an organised activity in Indian banks started during the 1950s. It 
was basically aimed at developing operational skills among the bank employee. 
The Reserve Bank of India (RBI) established the Bankers Training College 
(BTC) in 1954. Initially, British Experts were invited to set up the College and 
to train the instructors apart from teaching sound banking to the Indian bank 
managers as understood in Britain. The early participants were mostly bank 
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managers. At about the same time the then Imperial Bank set up a traming school 
at Calcutta and subsequently at Bombay and Madras to tram the probationary 
assistants. But it is the establishment of the Staff Training College at Hyderabad 
in December 1962 which is said to be the turning point in the history of traimng 
in the banking industry. These colleges imparted traimng in general management, 
personnel management, and industrial relations. During the early days, BTC had 
collaboration with Indian Institute of Management, Calcutta, for training of the 
participants who were mostly middle level managers. 
The RBI appointed Adarkar Committee '''^  in 1968 to examine the traimng 
system in banks, and to suggest the lines on which management orientation 
programmes were to be organised for the senior and the middle executives; to 
ascertain the adequacy of training available to supervisory staff of commercial 
banks; and to suggest measures for coordination of activities of training institutions: 
and periodic review of the activities. The recommendations of the committee led 
to the establishment of National Institute of Bank Management (Pune) in 1968 
itself The NIBM, an apex body which runs training programmes for managerial 
staff of different banks apart from being involved in testing procedure for 
recruitment of the bank personnel.'^ "^ Various committees have examined the 
working of training system in banks. A committee of direction for for public sector 
banks was set up in 1972 for monitoring the traimng activity in banks. The Raj 
committee in 1978 found that all was not well with training and the problem need 
special study. 
4.2.2.Need for Formal Training: 
Job of a routine or repetitive nature are best learnt while actually doing the job. 
But there are many limitations of on-the-job traimng: 
1. On-the-job a person learns only the 'how' of a job and not the 
'whv' of it. 
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2. Jobs-involving certain concepts, principles and/or are too complicated to 
be given to anovice, can not be learnt on-the-job. 
3. The job contents or the methods of performing the job are changmg fast 
because of knowledge explosion, innovations, environmental changes, 
pressures from competitions etc. These changes are best absorbed by 
formal training. 
4. When banks wishes to give futuristic orientation to their people, their 
ability to look beyond their current job and how the banks must adapt 
itself to these anticipated changes, training is the answer, and 
5. Skills in certam areas such as innovativeness, planning, human relations, 
analysis of data need speciahsed knowledge which can not be developed 
on-the-job. 
4.2.3. Present Training Infrastructure: 
At present, virtually all banks are having training College(s) and staff training 
centres spread all over the country to train their employee in-house. There are 
about 247 training estabhshments run by the 28 public sector banks alone.'''^ 
Besides these, there are national level training institutions such as "National 
Institute of Bank Management (NIBM), Bankers Training College (BTC), 
College of Agricultural Banking etc. At regional level; South India Banks' Staff 
Training College, Northern India Banks' Staff Training College, and North-
Eastem Institute of Bank Management. 
4.2.4. In-house Training facilities: 
Almost all banks are having training college(s) at the apex level and the staff 
training centres at the zonal level. In 1954 the Bank of Baroda had merely two 
training centres, but as the time progressed and business expanded, the bank 
established two Staff Colleges along with an Institute of Rural Development 
(IRD) and also an Institute of Information and Communication Management 
(IICM). It also established staff training centres at zonal centres/regional centres 
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to cater to the training needs of its employees. The training facihties includes 
audio-visual and a large number of PCs for training in computers. It has also 
installed PCs at the training College level for administrative uses. 
The State Bank of india, the largest bank in India, has a wide network of 
training institutions. There are four apex level institutes/colleges and fifty five 
staff training centres (STCs) spread all over the country. State Bank of India is 
also unique in the sense that it is perhaps the first bank in India to establish an 
institute at Hyderabad for the training of its personnel in Information Technology 
and Management. The State Bank of India with its wide network of training 
institutions can train about 2715 trainees at any given point of time (399 at apex 
level and 2316 at STCs or 1.02 per cent of its total workforce). 
Similarly, Canara Bank has one apex level Staff College at Bangalore and 
14 regional- staff training centres at the zonal level. Punjab National Bank, yet 
another premier bank, has one staff College in Delhi, apart from Staff Training 
Centres at zonal level for the training of its personnel. All other banks are having 
more or less similar in-house training facilities at their own level. 
The banks train approximately 1 /3 rd of their employees every year through 
in-house institutions. For example. Bank of Baroda trained 43 percent of their 
total workforce during the year 1992-93 (91 per cent officers, 24 per cent clerks 
and 21 percent subordinate staffs). The above figures also include 54 per cent of 
the total Schedule Castes/Schedule Tribes candidates who are finding special 
treatment in training, too. Canara Bank trained 36.68 per cent of their workforce 
during the same period (63.32 per cent officers, 31.89 per cent clerks, and 16.46 
per cent subordinate staffs). Punjab National Bank trained around 31.32 per cent 
of its work force during 1992-93. '''^  The banks on an average organise around 100 
training programmes every year to train their staff in-house. 
Durmg the year 1988a total of 2.82 lakh employees were trained m banks 
consisting of 34.5 per cent of the total staff strength of the banking industry. Of 
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the total employee trained, 96.6 per cent were trained in-house and the remaining 
3.4 per cent through the external institutions.'^'' 
4.2.5.Training Need Identification: 
Indian Banks are progressively refining their planning and budgeting system. The 
manpower plan provides basic data for banks training plan.'''^ Most of the banks 
in India have developed a system of matching training needs of the employee with 
that of organisation's need. The data generated by manpower planning viz.. 
number of persons to be promoted/recruited, the qualification and skill mix 
required and the time when such persons would be required, may be useful in 
training needs identification. The data for training is also generated by the annual 
appraisal system which provide the employees a choice for a particular type of 
training which the individual feels would benefit him in performing his job better 
and also help him achieve his career goals. Therefore, the need identification 
begins at the grass root level and culminates in the apex level plans. 
The regional/zonal plans are prepared on an yearly basis wherein the 
training needs of individuals are matched with the existing training packages 
This match results into a regional/zonal level plans. Then at the apex level the 
needs are identified based on corporate plans for new course(s) of action, 
diversification, adoption of new technology and/or critical area approach or 
deficiency area in management. Before arriving at a final plan the total orgamsational 
perspective is kept in mind. Through these exercises, the areas for training are 
identified which may be function specific, area specific and need specific.''^ '' 
In PNB, training needs are identified by certain committees. For apex level 
staff training, an advisory committee is constituted by Principal Staff College as 
convener, G.M. Administration as chairman, and other members are AGM 
Personnel, DGMs of all functional areas, and any other member as directed b> 
the chairman. The training needs for Zonal Training Centres are assessed by the 
Zonal Training Advisory Committee. It comprises of Zonal Manager as chairman. 
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all concerned regional managers as members. 
The training needs can be identified at three levels; 
1. corporate level, 
2. group level, and 
3. individual level. 
In corporate level analysis, the manpower requirements in terms of number m 
each category is to be derived from the business plan. Besides the existing areas 
of deficiencies are identified. For this purpose such reports as the RBI annual 
appraisal report and inspection and audit reports can be used. The group level 
analysis essentially consists of identifying the performance responsibilities of 
different categories of personnel and their capabilities. This requires the 
classification of entire manpower of the bank into convenient role categories. The 
third level analysis is based on the information on individual employees such as 
personnel inventory records, performance appraisal reportss etc. In the absence 
of a full fledged personnel information system along with inventory of manpower 
the third type of analysis is not possible. 
4.2.6. Objectives of Training : 
There are several objectives of the training. A fresh entrant is to be oriented about 
the organisation; norms and rules, and to the career opportunities open to him in 
the organisation. The existing workforce may be required to acquire new skills 
or upgrade their existing ones for the purposes of promotions and transfers 
Similarly, some staff may have to be prepared for special assignments. In the 
present context, training of different types in computers including specialised 
computer skills have to be imparted. We may briefly sum up the objectives of 
training as: 
1. Orientation Training; 
2. Training to cope with the present and the future organisational 
needs; 
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3. training for better on the job performance; 
4. training to build up an inventory as a second line: 
5. training to learn critical/exceptional skills etc. 
The above training can be imparted both in-house as well as outside the 
organisation. 
4.2.7. Nomination of Participants: 
Depending on the nature of programme, participants are nominated at the apex 
level by the central personnel section, mainly for training at central staff colleges 
and external institutions. The participants to StafiFTraining Centres are nominated 
by both the Regional Offices/Zonal Offices and branch managers. For example, 
for a programme on Industrial Relations where branch managers are the identified 
group, nominations are made by the zonal personnel managers. A programme of 
two weeks duration where people from personnel division of head office and few 
employee from each zone are to participate, nominations are made by the 
personnel division of head office and the zonal managers. Some times in the 
absence of up-to-date information the same person is nominated more than once, 
for a course.^°° It is at this point that computerised training system is playing a 
crucial role in banks like the State Bank of India and the Bank of Baroda like many 
other banks. 
4.2.8. Training Content: 
The training content is usually determined after a great deal of exercise by the 
training colleges/Staff Training Centres in consultation with the head offices. The 
training content is determined by taking into stock the requirements and changmg 
needs of the organisation. It is the target group which is of prime importance m 
determining the training packages. For example, training of higher level executives 
would require more theories and concepts whereas at the lower level, emphasis 
would be more on techniques methods and applications. ^°' Similarly, the training 
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content required for computer operators would be different from the requirement 
of an analyst. 
4.2.9. Training Evaluation System: 
Every participant is to undergo the process of evaluation, before, during and after 
the training. This is mainly to ascertain the effectiveness of training and at the 
same time the receptivity of the employee. In general a four stage evaluation is 
undertaken by the banks. 
i. Entry level (at Training Colleges/Staff Training Centres), 
ii. During the course of training(at Training Colleges /Staff Training 
Centres), 
iii. Exit level (at Training Colleges/Staff Training Centres), and 
iv. Application level (at work stations). 
All the four stages may not be followed by all banks but in one form or the other 
these evaluations are made.^ °^ In some of the banks the system of evaluation has 
also been computerised. 
4.2.10. Training - The Present Scenario: 
One of the impacts of the new technology is undoubtedly a greater need for 
general awareness training of the staffs who have not grown up to take for granted 
computers and the way in which it can be used. Much of these can be gained from 
using home or personal computers, watching television, programmes about 
computer by the UGC and other institutions.^°^ It is believed that the future 
recruits in the industry would already be familiar with computer technology and 
a number of them would be well versed with computers. This is evident from the 
fact that a large number of institutions have made computer awareness as an 
examination subject, "^"^  but special training and development programmes may 
have to be organised for the elder staffs. We must also take into account the 
management graduates and other courses having computer as a pert of the 
curriculum. 
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Rangarajan Committee (1989), felt that the banks have to resort to a 
judicious selection and training of personnel mainly from within the banks. It is 
estimated that during 1990-94, about 56,250 Data Entry Terminal Operators. 
5625 Supervisory Staff, 8,100 EDP Managers, 2,000 Specialists and 400 
Trainers would need to be trained. A general awareness programme for about 
100,000 officer staff may have to be conducted. Training Institutes of banks as 
well as NIBM need to augment and strengthen their faculty and infrastuctural 
facilities. It also recommended for the setting up of a separate institute for training 
in computers and communication system and office automation. 
Macro level data on training programme indicates that the number of 
officers trained in computer operations and processing up to 31.03.1993 were 
34,000, and for the same period there were about 18,500 persons trained on 
ALPMs where as the data on computerisation suggest that about 2,303 branches 
are already having ALPM installations. The number of Mini Computer installations 
in Regional Offices/Zonal Offices were 307, and there were 13 mainframes 
installed at the head offices and many more are in process. The number of 
branches taken up for computerisation are about twenty eight. So far only 5 per 
cent of the total staff has been exposed to computer applications and they, too. 
are not having much exposure on hardware maintenance.^°^ 
The area where banks need to pay attention is 'in-house development' of 
'various application software' for meeting the specific needs of the banks, on 
Management Information System etc. Banks could possibly set up a separate 
"Software Development Cell" and also impart specialised training. Some of the 
banks are said to be self-reliant in this area.^ °^ But the majority of banks are still 
hiring technical consultancy from outside the organisations, these are concerns 
specialising in the field of information technology. ^ °^  But the trend is towards self-
reliance in this area- a difficult task due to the very nature of technolog>. 
74 
The computerisation issue has brought forth four concomitant actions: 
1. Identification of Personnel, 
ii. Training of Personnel, 
iii. Selection of hardware and development of software, 
iv. Provision of infrastuctural facilities. 
It is with the first two issues with which we are concerned here. The first 
Rangarajan Committee(1984) placed the manpower need of computerised 
banking for 1985-89 at 40,000-45,000 operators and 1000 systems Analyst and 
programmers at the branch and the apex level respectively. The training of the 
operators was to be handled by the individual banks whereas that of the systems 
analyst at the National Institution of Bank Management. The personnel requirement 
was to be met largely from the existing staff. But not only the number to be tramed 
were too large but the diverse nature of training to be given also posed a problem 
for the training colleges as they were not equipped with the necessary facilities. 
The time span in which training has to be give also posed the problem of a different 
kind. The shortage of resource in terms of trainer had to be sorted out. 
4.2.11, Training of the Trainer: 
To train the EDP men and to provide necessary orientation to the staffs of the user 
department, there was no option but to establish facilities within the banks. The 
trainers of the future had to be trained first. Where will these trainers get training 
and in the mean time to continue with the process of the training of the other staffs 
of the banks. There were two options open to banks; one, to hire experts from 
outside on a part time basis and second, to train existing faculty members at the 
outside institutions. The later option required the deputation of faculty members 
to outside institutions for training. The former could be only be done on a part time 
basis due to a very high cost involved in hiring expertise from outside to train the 
trainers as well as other staffs. The short duration training opted by some banks 
were not found to be good enough as diverse skills had to be learnt which required 
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long duration training. The establishment of Computer Policy and Planning 
Department and the training courses conducted solved the problems to some 
extent, and still the Computer Policy and Planning Departments are working 
towards the training and awareness of the data base administrators as well as the 
users.^ °^ Most banks are seeking help from the National Institute of Bank 
Management for high skill training whereas the various organisations mushrooming 
in the country are considered good enough for an awareness training. ^^^ 
4.2.12. Training in Computer Area: 
The computerised banking calls for training in the following areas: 
1. Keyboard proficiency, 
2. Computer interface with branch accounting, 
3. Computer security, 
4. Basic trouble shooting, 
5. Data base management system, 
6. • Computer fundamentals, 
7 Electronic spreadsheet, 
8. Word processmg, 
9. UNIX 
10. Communication softwares, 
11. Hardware and UPs site preparation, 
12. Facihties management, 
13. Software Engineering, 
14. MIS, DSS, and ESS, 
15. • Computer Audit, 
16. Viruses etc. 
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4.2.13. Training Agencies: 
A large number of Universities/institutes run 120 hours computer programmes for 
bank personnel. Many banks sponsored their personnel for training from these 
institutions but the standard of training and their skill level is said to be 
questionable. Another problem that of uniform standard also cames up in opting 
for this kind of training. The other option may be the organisations for which 
Computer Society of India & Department of Electronics is the examining body, 
for O, A, B and C level. The body popularly known as DOECC. The coaching 
facilities for this kind of examinations are widespread and banks are taking 
advantage of this arrangement. However, these courses may be good enough for 
training in the area of low skill requirements only. 
There are quite a few solutions suggested by the experts for improving the 
efficiency of training. The visiting faculty scheme is one of such suggestions. But 
what banks need is a permanent solution to the problem and not a make-shift 
arrangement. This calls for establishment of either a separate college or a wing 
in each college for computerised training or a joint facilities. But the latter ma> 
not me a viable proposition. 
4.2.14. Teaching Methodology: 
With regard to the computer training, the teaching methodology must be up-
graded. This should have more practice bias. Even in theories, the use of audio-
visual materials and tools as an aid to eifective training should frequently be made 
Self taught lessons may be developed with the help of presentation packages like 
HPG, Demo Designer (DD) etc. The computer may also be used for Computer 
based learning tutorials, computerised gist of circulars and problem solving 
exercises."'° Extensive library facilities must be made available and if possible a 
computerised library system. The BTC envisaged the use of computers in the 
following area of their operations; 
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i. For developing and updating teaching aids, such as case studies, exercises etc . 
ii. interactive apphcation for:-
a. concepts, nomenclature, definitions, explanations, sources of data etc. 
b. reference, bibliography of articles, circulars, books, other publications, 
like reports/pamphlets etc., 
c. Quantitative as well as descriptive information contained in various 
circulars. But these uses are mostly administrative and meant strictly 
for library purposes but no doubt this will facilitate the participants 
learning process. 
As far as change in orientation is concerned, Rajgopalan^" has suggested 
following change in teaching methodology: 
EXISTING PATTERN DESIRED REORIENTATION 
1. Training.on Adhoc basis 
2. Androgogy as teaching 
Methodology 
3. Focus on Knowledge & 
Skill. 
4. Focus on technical skill 
5. Cost centre approach 
6. Treated as ritual and 
simple evaluation after 
conclusion of training. 
7.Training needs assessed 
on adhoc basis. 
8. Trainer as coordinator 
1. Training on a continuous 
basis(need based). 
2. Focus on 
'pedagogy as teaching methodology. 
3. Thrust on multi-skill. 
4. Attitude,behaviour 
and reorientation. 
5. Planned investmen for future. 
6. Evaluation to be 
continous on sci-
entific training ' ^3 .L3 
parameters. 
7. Need assessment to 
be based on data. 
8. Trainer as a change agent. 
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The computerisation of banks has brought about many changes. The 
American Society of Personnel Administration identified education, traimng and 
re-training as three out of the five basic areas in which the change is most 
expected. ^ '^  
4.2.15. Personnel Information System/Human Resource Information System 
and Training: 
The training and career Development module in a typical Personnel Information 
System/Human Resource Information System include the following: 
1. Trainmg Administration, 
2. Training Needs, 
3. Formal Education Needs, 
4. Training Evaluation, 
5. Computer Based Training, 
6. Career Profile, 
7. Future Development and 
8. Career Planning. 
We find that in Indian banks the personnel inventory system is in the process of 
development but in some banks it is already well developed. However, we could 
no where find a computerised Human Resource Information System (HRIS) in 
existance in its full form having all the above as part of training sub-system. No 
doubt computers are in use at the apex level the zonal level and even at the training 
colleges where particulars of employee are available to be used for training 
administration and other related purposes. The reports generated with regard to 
training from inventory system are as follows: 
1. List of Officers who have undergone training, 
2. List of officers who have not undergone any training, 
3. List of officers who have undergone special training, 
4. List of special category employee trained, 
5. List of special category employee not have had training etc. 
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But these reports alone can not serve the purpose unless we have a well-
developed 'computerised training system in banks for which infrastructural 
facilities in the form of hardware, and manpower already exists, what is required 
is the development of software and involvement of the top management. 
4.3. PERFORMANCE APPRAISAL SYSTEM: 
4.3.1. Introduction: 
Performance Appraisal is an exercise aimed at generating adequate data on a 
persons contribution to the organisation's critical functions and his ability/ 
potential in a given period of time. The data generated over the years help 
management make decisions about a particular employee or a group of employees 
regarding their pay, placement, promotion, transfer, and training. It may also be 
used for development, rewards and punishments. In other words data generated 
through performance appraisal provides video tape image of an employee for 
decision concerning their internal mobility and control. Thus the performance 
appraisal system is a sub- system of the total system called Human Resource 
System (HRS) or Human Resource Development (HRD). 
Performance appraisal in pre-HRD era was mostly in the form of confidential 
reports of the subordinates by the superiors/boss.^'^ In this system much 
depended on the nature of relationships between the appraiser and the appraisee 
for ratings which would lead to reward and punishment. The appraisee had no 
direct role to play in the appraisal process. There was no feedback mechanism 
in existence and the developmental needs did not get any reflection in the 
performance appraisal system. The HRD era itself started during late 1970s, 
when a more scientific and data base approach for appraisal system was 
developed. The appraisal system is said to be one of the most developed 
personnel sub functions in banking industry today. It has been a subject of 
discussion in a large number of seminars and conferences in the banking sector. 
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But literature on the subject still remains scanty and most of the writings are by 
the western management practioners and academia. '^'* In this section an attempt 
is made to summarise the concept as found in the literature and also incorporate 
the views expressed by the persons interviewed. However, due the sensitivity of 
the subject not much information was supplied by the executives consulted. 
4.3.2. Performance Appraisal System in Indian Banks: 
Performance Appraisal in banking industry has been one of the most attended 
functions. Since the industry is both homogeneous as well as labour intensive, it 
is the performance of the workforce which in the long run helps the bank achieve 
it objective in the long run. Prior to the HRD era, most banks used a traditional 
appraisal system, where officers were assessed on characteristics such as, 
"general intelligence, job knowledge, initiative and resourcefulness, supervision, 
business capacity, ability to assess sound business propositions, dependability, 
inter-personal relations, relations with public, sociability, appearance and dress, 
conduct, manners, managerial ability, health, special attitude, significant 
achievements and failures attracting warning from superiors".^'^ 
The beginning of HRD era also marked the development of an open 
appraisal system where the appraisee has an important role to play, from the point 
of identification of Key Performance Area (KPA), to the joint assessment 
sessions.^'^ But this extreme approach in a hierarchy-based organisation was not 
to prove worthy and there came many changes in the system to the extent thai 
today no uniform system of appraisal exist in Indian banks. Inspite of effort b\ 
the Indian Bank's Association, no uniform system of appraisal could yet be 
devised and banks continue to have their own appraisal formats. But whatever 
may be the difference one thing remains common that is the objective or purpose 
of appraisal. 
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4.3.3. Objectives of Performance Appraisal: 
Performance Appraisal System or Annual Appraisal System monitors the vertical 
movement of the employee within an organisation, by keeping track of their merit 
ratings, promotion recommendations and annual salary review.Therefore, we 
may safely say that the objectives of Performance Appraisal System (PAS) are 
three fold: 
1. Administrative; 
2. Promotional; and 
3. Developmental. 
Administrative decisions based on data generated by PAS refers to decisions like 
annual enhancement in salary, work budgeting, or performance budgeting, 
reward and punishment and placement. Promotional objective on the other hand 
concerns with one of the most critical decision area on which the motivation and 
demotivation of the employees is based. Since there would be very few openings 
available in the organisation and unless the performance data is carefully used the 
consequences may be disastrous. The developmental purpose is one where 
decision concerning training and management development and career planning 
are taken. Most often decisions are based on the data generated by PAS along with 
the counselling and discussion with the individual employee. The PAS helps both 
management as well as the employee in achieving organisational objectives along 
with individual career growth in the organisation.^'^ 
4.3.4.Types of Appraisal System: 
Initially, the informal confidential reporting system was the only available 
appraisal system. But this lacked any developmental need and was perceived to 
be an instrument of rewards and punishment. Then came a semi-transparent 
system of PAS based on key performance area, which provided ample scope for 
appraisee's participation and amalgamated developmental needs of an individual 
as well as organisation. But this kind of system completely eroded the authorit> 
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of the supervisors. Thereafter came yet another type of appraisal system which 
is widely used and said to be fully transparent "Open Performance Appraisal 
System", where appraisee not only participates in the system but also gets an 
opportunity to contest on the point of dispute. Canara Bank has recently 
introduced an on-going performance appraisal system for promotion related 
decisions and a feedback system for the clerical staff by issuing periodic 
"progress report".^'^ 
The Canarabankis also apioneer in adopting"Management by Objectives" 
(MBO) approach of PAS. MBO is a result oriented method where the superiors 
observe the subordinate's performance as measured against specific and 
predetermined goals along with attitudes, actions and general job behaviour. It 
has the element of participation by both the supervisor and subordinate in 
determining the duties and responsibilities for a specified period. The appraisals 
are only of the pre-agreed duties and responsibilities and subsequent feedback 
system to draw future action plans. 
4.3.5. Steps in Performance Appraisal System: 
An analysis of various performance appraisal forms indicate that appraising 
involves three steps; defining the job,to appraise performance, and to provide 
feedback. The first step relates to an agreement on what is expected from the 
appraisee to accomplish and on what standards the appraisee's performance will 
be appraised. The second step involves comparing the performance with pre 
determined standards. And the third step involves several feedback sessions 
which IS often found to be missing in the banking industry. 
Every employee in the organisation is to be appraised on the basis of his/ 
her performance over a period of time, which is generally one year. The appraisee 
is asked to provide biographical details comprising of personal data, previous 
assignments, training programmes attended, major health problems etc In the 
second section, self appraisal is done by the appraisee where he/she highlights 
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of his/her performance area in which the person performed well, as also the 
constraints faced, which would help the person perform better, any outstanding 
performance outside the bank (assigned by the bank) and to provide a list of task 
the person was expected to perform during the assignment period. 
The appraiser gives their comment on key responsibility area and also the 
mean score in each area on a certain scale. Generally a 82-100 per cent score 
would be considered outstanding, 62-80 good, 40-60 average and less than 40 as 
below average. For operational/non-operational assignment's managerial 
dimensions,too, is to be considered where appraiser assigns marks to jib 
knowledge, leadership, decision making administrative skill, public relations and 
integrity and honesty. Here, too, a four category assessment is made, above 80 
per cent is considered outstanding, above sixty but below 80 per cent as good, 
between 40-60 as average and below 40 as below average. Then the appraiser 
provides an overall rating in each area and arrives at a total and passes the form 
to the reviewer, generally a higher authority than the appraiser, and the latter also 
provides his scores and finally the comments of the appraiser and reviewer are 
given on the potentialities of the appraisee and suggestion regarding placement, 
training needs and comments on self appraisal. 
4.3.6. Human Resource Information System/Personnel 
Information System and Performance Appraisal System: 
In a typical Human Resource Information System, irrespective of the nature of 
industry a performance appraisal application would be included which serves 
variety of purposes. It can be used to determine administrative action, to help the 
individual develop better job skills. It also serves as a monitor for other Human 
Resource sub-functions. '^"^  The performance management programme is quite 
comprehensive, ranging from individual performance appraisal to the employee 
grievance programme. 
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A Human Resource Information System application m performance 
management generates many reports; Performance Appraisal Administration, 
Individual Performance profile, Group Performance Report, Rater Reports and 
Rating Instrument Reports. However, anything of the kind mentioned above is not 
yet available in any industry let alone banking. The reasons may be that full 
computerisation is yet to take place. In the banking industry records are either 
maintained on stand alone Personal Computers or on Mini Computers at the 
Electronic Data Processing cells or at the Head Offices but it is not an integrated 
system yet. In the absence of full computerisation and on-line system, this kind 
of application is difficult to run. 
It has been found that employees were much more interested in performance 
and career opportunity information than any other topic. ^^ ° The studies on 
performance appraisal suggest that the bank executives seem to prefer an open 
appraisal system. One, which is performance based and also offers an opportunity 
for the appraisee to communicate with the appraiser. In a personal interview a 
series of questions were asked to a cross section of employee, to gauge their 
perceptions regarding various aspects of this Performance Appraisal System. The 
majority of the respondants felt that the Performance Appraisal System is being 
used mainly for giving ratings for the promotional process. Almost all of the 
employee interviewed showed apprehension towards its use for any developmental 
purposes like the training needs assessment, counselling etc. The majority felt 
that the system suffers from various drawbacks. Itis subjective, based on personal 
relations, and suffers from the error of central tendency. Therefore, an objective 
system of performance appraisal should be devised But the senior executives 
claimed that the system is playing a large role in forward planning in the industry 
Banks like the State Bank of India has incorporated trait based appraisal system 
to supplement the Performance Appraisal System data for the decision making, 
but to what extent it is useful, can only be gauged by the success of the concerned 
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organisation. An altogether new system may also be devised on the lines 
suggested by Pusegaonkar, ^^ i based on the Individual Performance Planning and 
Review (IPPAR). 
4.4.CAREER PLANNING: 
4.4.1. INTRODUCTION: 
There has been tremendous expansion in the banking industry during the last three 
decades. The branch expansion of 1970s was taken over by diversification 
resulting in an increased speciahsation such as the merchant banking, mutual 
funds, housing finance, leasing, factoring, and the international business. This 
was coupled with computerisation of operations. At one time, career in banking 
was regarded as a challenging and lucrative job which attracted people from 
diverse educational backgrounds. But in recent past the same qualified and 
experienced persons started feeling frustrated, dissatisfied, and alienated. 
Alongside, there is found to be an increased pressure on profitability, ^^^ rise in 
non-performing assets, growing number of frauds, ^^^ and disruptive activities of 
the unions. 
Table-C 
In Public Sector Banks 1990-91 
Description 
Employees Convicted 
Employees Penalised 
Employees Removed/Disch.d 
Empl. facing Court Cases 
Empl. facing deppt. proceed. 
Bank Frauds 
164 
1567 
593 
1277 
2841 
Corrupt Practices 
54 
1277 
182 
569 
2337 
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What contributed to thi s kind of maladies? There can be many factors responsible 
but there is no denial from the fact that the lack of manpower, career planning, 
motivation and managerial deficiency is at the very root of the problems. 
As most organisations grew in size either as a result of merger or individual 
growth, the problem of proper managerial succession has become one of the 
major problems. Not only the fact that succession is a problem for the immediate, 
but It is also a problem for the continuity and efficiency of the organisation. 
"Indeed it is a solemn duty of today's management to provide for tomorrow, and 
tomorrow's management will have to be that bit sharper than today's if the 
business is to make progress or indeed to survive".^ "^^  
It is observed that the employees usually have vague ideas about their 
career and aspirations, and do not plan their career at the personal level, and in 
a systematic manner. Some employees tend to stick to a particular geographical 
area owing to personal reasons. A systematic career planning not only help in 
overcoming this kind of problem but also helps the management draw a long 
range plan for the organisation concerned. 
4.4.2. Objectives 
The main aim of career planning is to ensure succession. Although succession 
planning is meant for the higher executives, career planning covers a broad 
spectrum of executives. It ensures that whenever necessity arises to fill a higher 
position in the organisation, an equally, if not more competent person is invariably 
available to occupy that place. This kind of internal movement can help in 
avoiding high cost of hire from outside. 
4.4.3. Career Planning in Banking: 
In banking industry, where majority of recruitments are at the initial levels in each 
cadre except in the newly created Computer Policy and Planning Department and 
the Electronic Data Processing sections, career panning is the only and perhaps 
the most effective means available to fill higher positions. Career plan also allows 
87 
the employee to see exactly where he/she can reasonably expect to be, within a 
specified period of time. This may result in high morale and commitment towards 
the organisation. The objective of career planning is not only to replace one 
individual with another but also to improve the performance of the latter and to 
put him as the best fit. A number of studies on worker satisfaction point out that 
the financial gain is not the primary reason for job change but it is the professional 
growth.'^ ^ Therefore, position in Indian banking industry is no exception. Career 
Planning is meant to make an employee aware of various phases of development 
in the organisation and help the individual employee plan their career path from 
the point of entry to the time of their retirement. It may said to be a management 
technique for mapping out the entire career of a young employee in higher skill, 
supervisory and managerial positions. It may also be called a process of 
synthesising and harmonising the needs of the organisation with the aspirations 
of the employees, where both gain in the long run. 
The career planning process would help evolve a systematic framework 
which would match the requirement of all the three; industry, bank and the 
employee. 
INTEGRATED PROCESS OF CAREER PLANNING 
1 — > 
Future requirements as reflected in 
plans or policies, on the relevent areas 
Existing policies of 
recruitments and its 
type, location/trans 
fer/placement, train 
ing, appraisal, and 
promotion etc 
T 
Individual bank & 
industry, present 
& past experience 
oc luiure n V^Cl a^> 
^ 
1 
Career planning, 
match of pres-
ent & future req 
uirements of ina-
ividual bank and 
industry 
t 
Review, monito-
ring & appraisal 
of the path 
—^ Career Path 
( 
Source: Jayanti Lai Jain and Kannan Subramanian, Integrated System of Career Planning in 
Banks, Indian Bank's Association Bulletin, April 1992. 
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Career Planning should be undertaken at three levels; 
1. Individual- Employee level, 
2. Organisation/ Bank level, and 
3. Industry level. 
A well defified career planning at all the three levels would require data regarding 
the individual employee as well as the classification and categorisation of jobs. 
A sample data elements may be seen as under: 
* Personal Data-name, date of birth, employee identification number, 
native state, languages known (read/write/speak) marital status, if married, 
then the details of spouse etc. 
* Qualifications Data- at the time of entry and qualification acquired after 
entry into the banks (professional qualifications like CAIIB etc). 
* Experience Data- at different levels including special assignments held. 
* Training Data- both in-house and outside during employment. 
* Performance Appraisal Data- ratings over a period of time. 
The above list is an illustrative one and by no means exhaustive. Much of the 
above data elements are now available with majority of banks in their personnel 
inventory system and can be used effectively for the purpose of career planning 
exercise. For a well defined career path, banks should inventory all grades/ 
positions and define entry points and qualifications including required personal 
qualities. The career path may be developed for the junior, middle and senior 
positions to suit the individual needs.^ '^^  The details worked out may help in 
clarifying the lines of career progression and highlight the types of formal training 
required for the specified group of individuals. 
4.4.4. Career Planning Practices: 
The State Bank of India has long been having a well formulated placement, 
transfer and promotion policies like many other premier banks. However, 
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recently the need was felt to integrate these into a comprehensive career plan. 
About a decade ago in the State Bank of Patiala an attempt was made to formulate 
a placement policy for officers up to the middle management grade Scale 
n(MMGS-lI) with a view to provide them with adequate opportunities in a 
systematic manner, for acquiring expertise in different areas of banking for the 
development of their career. The important feature of the above are as follows: 
i. an officer would be required to have significant amount of exposure 
in general bankingbefore he is assigned aposition in any specialised 
activity; 
ii. an experience at the field level would be a precondition for the 
posting of an officer in an administrative office; and 
iii. the compartmentalisation of different activities would be avoided 
by encouraging mobility between different segments as a matter 
of deliberate policy. 
Other banks which include the Bank of Baroda, Canara Bank, Punjab 
National Bank and Central Bank of India are also have a loosely defined career 
planning policy for their officers. Now it has become even more crucial to 
establish a career planning programme for the employee of the Computer Policy 
and Planning Departments/Electronic Data Processing centres also as the latter 
may think being left out from the mainstream banking. Consequently, this could 
also lead to demotivation and problems of various kinds. 
To sum up we may say that career planning is not being taken very seriously 
by either the individuals or the banks resulting in frustrations of the kind 
experienced by the employee and the organisation both. The new technology has 
made the need even more acute. At the same time it can facilitate the process by 
providing accurate and necessary data for the above purpose. What is required 
is the involvement of the top management in the process of career planning. 
C^X^A^S'TL'K ' 71^1^ 
5.COMPENSATION MANAGEMENT 
5.1.INTRODUCTION: 
The term compensation refers to all forms of payment to the employees arising 
from their employment. ^^^ The compensation comprises of following three 
components; 
a. direct financial payments like wages, salaries, incentives, commissions, 
and bonuses etc., 
b. indirect payments like fringe benefits, vacation etc., and 
c non-fmancial rewards like prestigious office, flexible working hours etc. 
The main objective of this section is first to examine the benefits that fall under 
the first two above mentioned categories and then to see as to what extent these 
functions are computerised or are likely to be computerised. 
5.2. PAYROLL: 
Payroll is considered as one of the most important element of human resource 
management. Some studies from the U. S suggest that traditionaly the question of 
pay has ranked among the top five potential rewards.^ ^^ Pay is a substantial cost 
to the organisation. In manufacturing industry, it may comprise of as much as 40 
per cent of the sales revenue, while in the labour intensive service sector like the 
banking, the cost may run as high as 70 per cent or even more.^ '^^  Pay is a reward 
in lieu of the services rendered by an individual to the organisation he works for. 
The pay has to be in commensurate with the efforts. 
In banks, fixation of wage/salary is invariably on time rate. The jobs are 
classified and grouped and later on grades are assigned to each group. If we look 
at the officers cadre, there are seven different grades starting with Scale I to VII, 
and there are further groupings such as the JMGs, MMGs and SMGs. In general, 
there are three cadres in the banking industry; 
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i. Officers; 
ii. Clerks; and 
iii. the subordinate staff. 
The computer was introduced in the area of the personnel management 
following the Second World War. The payroll was the first function of the 
personnel management which was computerised during this period.^ "^^  Gradually, 
owing to the financial commitment, the payroll function was taken up by the 
finance department. But conceptually speaking, the payroll is a part of the 
personnel management, hence when a complete computerised Human Resource 
Information System was developed, payroll became one of its sub-system. 
In the U.K. a study of 638 service sector organisations (out of which 119 
fell in the financial sector) suggests that 69 per cent of the organisations, in the 
sample, were using computers in their operation. The figure for the financial 
sector was a whooping 92 per cent. Out of the total organisation surveyed, 63 per 
cent were found to be using computer in their payroll.^ '^ 
In India, too, the payroll has perhaps been one of the earliest personnel 
functions to be computerised. This may be because of the fact that the payroll 
requires one of the least complex applications and is repetitive in nature.^ ^^ The 
Payroll m every organisation, let alone the banks, serves three broad purposes, 
first, timely and accurate calculation of pay, second, accurate deductions of taxes 
and savings and third, a consolidated figure along with break-down to facilitate 
the decision making as well as declaration of financial performance where pay 
is a cost. 
The banking industry in India has been a back bencher in adopting 
computers in any meaningful manner. The computerisation of payroll function is 
also not vety old. The Reserve Bank of India and the State Bank of India were 
the first among the Indian banks to employ computer and to use it for the payroll 
calculations albeit selectively. The Reserve Bank of India installed a mini 
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computer- ECIL's BDP-100 for the automation of payroll system of various 
departments and offices in Bombay.^" Now, the majority of large commercial 
banks have computerised their payroll fully at the head offices and partially at 
other offices. This scattered nature of computerisation is owdng to two reasons, 
first the computerisation in total or even near total is a distant dream, second the 
calculations are performed at decentralised locations, i.e., at branch/ regional/ 
zonal levels. It is at the regional and zonal levels where partial computerisation 
ofpayroll can be noted in majority of banks. But paradoxically, the largest number 
of employees are with the branches and it is here that computerisation is not found 
with the exception of the totally computerised branches. However, in the 
metropolitan zones, the payroll is in the process of computerisation. For example, 
in the Bank of Baroda and the Canara Bank, the payroll for almost fifty per cent 
of their branches of Delhi zone has been put to computer at the zonal EDP centre. 
The State Bank of India is perhaps the only bank to be quoted as an exception 
where near total computerisation ofpayroll up to the Local Head Office level has 
been achieved. The CMC limited developed seven packages for the banks and 
one of them was payroll, which majority of banks procured and are using where 
ever computerisation is available. 
The other areas where computers are in use in banks, is in the compensation 
and benefits as listed below. A package on provident fimd accounting developed 
by CMC limited is found to be in use in the industry on a widespread basis. 
A few banks have developed an in-house computer application in pension 
payments.^ "^^  Housing loan, festival advances, vehicle loans etc, have been 
computerised, although mostly on the stand alone PCs. 
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5.3. INCREMENT AS A RESULT OF COMPUTERISATION; 
All workmen employees who are in the bank's permanent service and permanent 
part-time employees drawing scale wages as on 1 st November 1993, will got one 
advance increment in the scale of pay with all consequent benefits, e.g., D.A., 
HRA., CCA., PF., Gratuity., and Pension etc. Those who were on probation on 
the above date will get one advance increment one year after the confirmation. 
This is to be noted that this will not affect the date of normal increment. An 
employee who is at the maximum of the scale will draw fixed personal allowance 
i.e., Rs.l20 for clerks and Rs.50 for the subordinate staff. 
5.4. BENEFITS: 
5.4.1. Hospitalization Charges: 
In partial modification of clause 13(b) of the Bipartite Settlement dated 10th April 
1989, hospitalisation expenses are reimbursed to the award staff to the extent of 
100 per cent in case of self, and 75 per cent in case of family members. Under the 
guidelines of Indian Bank's Association, which drewup a detailed scheme for the 
reimbursement of hospitalisation expenses for the officers, then stood at 90 per 
cent for self and 60 per cent for the family members. Individual banks have 
provided a definition of the family which is found to be more or less uniform. This 
applies to officers in JMG, and MMG categories. The banks have drawn a 
detailed list of the ailments and the charges reimburseable for different mvestigation 
along with the consultants fees. It also provides for the charges to be paid for the 
surgery, both major and minor. ^^^ 
5.4.2. Special Allowances: 
There are two types of allowances admissible as per the memorandum of 
settlement 1993. 
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(a). The special allowance payable to data entry operators Rs. 285/-
p.m. of which an amount of Rs. 257/- shall rank as pay for the purpose of 
superannuation benefits. 
(b). The special allowance payable to the computer operators shall be Rs 
410/- p.m. of which an amount of Rs. 369/- shall rank as 'pay' for the purpose 
of superannuation benefits. 
A women employee in a family way, may discontinue working on 
computer during pregnancy, provided she seeks permission by writing to the 
manager concerned. She will not get any allowance for the period of exemption. 
However, upon resumption of the duty she will continue to get the allowances as 
had been in the past. 
5.5. LEAVE RULES: 
The Leave of any kind can not be claimed as a matter of right by any employee 
in the organisation. The leave rules operate on a calender year basis. In general, 
the following types of leave are applicable to the bank employees. 
5.5.1. Casual Leave: 
The Casual leave is intended to meet a special or an unforeseen circumstance. An 
officer in a bank gets twelve days casual leave in a year i.e. one every month. 
There is no restriction on availing the leave on a pro-rata basis. But the casual 
leave can not be combined with any other type of leaves except with the special 
casual leave. The application for leave shall normally be given before hand. 
However, if it is not possible at the earliest, and the senior officer must be 
communicated verbally or on telephone. For the senior managers and the branch 
managers etc, prior arrangement is necessary. All unavailed casual leave shall be 
prefixed or suffixed with the sick leave. This shall be availed as sick leave within 
the next calender year. 
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5.5.2. Privilege Leave: 
An officer gets one day's privilege leave for every eleven days of active service. 
This works out to be 31 days in a calender year. The privilege leave can be 
accumulated for up to 240 days at a time. For availing the privilege leave a notice 
of one month is necessary. 
5.5.3. Sick Leave: 
An officer gets 30 days sick leave in a calender year on half pay or 15 days 
commuted i.e., on full pay on production of a valid medical certificate. The sick 
leave can be accumulated for up to 365 days. 
5.5.4. Additional Sick Leave: 
An officer who has completed 24 years of service shall normally gets a 
maximum of 90 days additional sick leave. But it can only be availed, if the 
normal sick leave has been exhausted. 
5.5.5. Maternity Leave: 
Maternity leave to a female officer can be granted on production of medical 
certificate for up to a period of three months at a time, and a maximum of 12 
months in the entire career. In case of miscarriage or abortion, maternity leave of 
up to six weeks at a time can be granted. However, it may be increased up to 90 
days. 
5.5.6. Special Leave: 
The special leave of up to 45 days is granted to a sports person participating in 
the district/state/national competitions. Special leave is also given for familv 
planning purposes including one day Special Leave for blood donation etc. Ex-
Servicemen gets a 15 days Special Leave in a calender year. 
Since leave records are maintained at dispersed location, a full 
computerisation is not possible. However, some the banks studied have 
computerised the leave accounts at the apex level as well as at the Regional 
Office/Zonal Office levels. The account is updated once in a year or as and when 
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leave is availed by the employee. The application is in batch processing and 
mostly on stand alone PCs, but in some banks it is also on the mini computers. 
5.6. LEAVE FARE CONCESSION: 
All full time officers including probationers who have completed eleven months 
of service are entitled for leave fare concession, A block of four year is designed 
in which leave fare concession can be availed. Out of four years, once in two years 
home travel concession i.e to the place of domicile and/or to any place in India 
by the shortest route is allowed. This facility is available for the officers and their 
families. The officers in grade scale vi and vii and senior management grade scale 
iv & V get an AC First by train or an economy class air-fare. The officers in the 
middle management scale II & III get first class by train/ II AC sleeper, or 
economy class air-fare, upto 500 Kilometers. The Officers in JMG get first class 
train/ll AC sleeper. Upon production of the valid receipts the expenses are 
reimbursed. In some cases advance, too, is allowed for leave fare concessions. 
5.7. PRIVILEGE LEAVE ENC---ASHMENT: 
Once in a block of four years, an officer is permitted to encash a maximum of 30 
days privilege leave while availing leave fare concession. For the purpose of 
encashment of privilege leave, basic pay plus SI, DA, CCA, PQA and HRA and 
other such allowances for the month would be admissible. 
In majority of banks records for all the above have been computerised. 
- SIX 
6. CONCLUSIONS AND RECOMMENDATIONS 
6.1. CONCLUSIONS: 
The present chapter seeks to recapitulate various findings of this study, the 
objectives have been laid down in Chapter-II, the presentation and analysis of 
data IS m Chapters- IV, V, and VI. 
Banking Industry in India is over 100 years old. But the real breakthrough 
as already pointed out came only after the nationalisation of banks in 1969 and 
subsequently in 1980. The banks which were mainly involved in class banking 
at urban centres prior to nationalisation of the major banks became an active 
participant in the economic programmes of the country. After the nationalisation 
the banks transformed themselves into a new role where mass banking became 
the target. During the last decade the premium has been placed on "better 
banking", while retaining its former role. 
There has been tremendous expansion in the banking industry specially in 
the last two decades. The branch expansion phase of 70s led to massive growth 
in manpower both in quantitative as well as qualitative terms. It saw an expansion 
in terms of services offered ranging from the merchant banking, mutual funds, 
housing finance, to leasing and factoring. Now the banks have to cope with 
competition from wathjn the country and outside, at the same time they have to 
survive the financial reform process and various changes accompanying the 
reforms. There is also a change in the demands of customers. They require better, 
eificient and round the clock service. The computerisation is a means to achieve 
these ends. But the machines alone can not be expected to perform all the required 
functions demanded by the present customers. The banks need quality of 
manpower to to offer the kind of services required and perform other operations 
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Ironically, the quality of manpower was felt inadequate, compared with the 
diversity of operations, in many banks. 
The computerisation in the banking industry in India is having a short and 
checkered history. It started with the Central bank (RBI) and the State Bank of 
India - the largest bank in India now it virtually covers the whole industr>. The 
computerisation has been going on at all levels: the apex, zonal/ regional and the 
branch levels. So far only about fifteen banks have acquired and operationalised 
mainframe/large computers at their head offices, there are approximately 300 
mini computers at the Regional offices/Zonal offices. With regard to branches, 
there are approximately 6000 ALPMs installed in the entire country; while m the 
metropolitan centres, 28 branches have been fully computerised. According to an 
estimate there are about 50,000 trained manpower available, apart from a large 
number of officers who have undergone appreciation programme in computerisation 
(out of a total workforce of about a million). The above figures indicate that the 
computerisation in banking is still partial; there is no networking available either 
in the form of the Local Area Network or the Wide Area Network. 
The second RangarajanCommittee(1989)emphasised the computerisation 
of branches i.e., a single window service. The 1993 Settlement allowed for a 
liberal deployment of the computers at all levels in banking operation. As a result 
of the above Settlement the employees got one advance increment in their pay. 
But if we have a look at the pace of computerisation, it does not seem likely that 
the computerisation target of 4000 branches by 1996 can easily be met unless 
there is a fresh agreement on the issue. 
In terms of availability of manpower for computerisation, the scenario is 
not very positive. Although the recommendations of the Committees (1984 and 
1989) and Settlements (1983,1987,1989 and 1993) clearly specified the target, 
but the parctical results are far to impressive. The target set by the 1984 report 
was to train 40,000 - 45,000 Data Entry Operators, and 1,000 Systems Analysts 
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and programmers. In September 1989 the progress achieved was 12,761 Data 
Entry Operators and 2,372 Systems Analysts and Programmers. About 20,655 
officers attended brief appreciation programmes. This speaks volumes against 
the in-house facilities available with banks to train employee in computers. 
The Rangarajan Committee (1989) recommended the need for the number 
of trained staff as follows: 56,250 Operators, 5,625 Supervisory staif (officers), 
8,100 EDP Managers, and 2,000 Specialists. There are about 400 tramers 
required to perform the above job. The appreciation programme for about 
1,00,000 managerial staff has also been envisaged. Although a systematic effort 
is in progress to train the required number of employee for computerisation, but 
the pressure from the unions till late delayed the whole programme. The 
restriction on recruiting people from outside except under exceptional 
circumstances has further accentuated the problem. The restriction that all the 
employees have to be picked up from within the banks, and trained to perform 
thejob, has gone against the fast growth envisaged in the area of computerisation. 
Under these circumstances, the number of candidates willing to be relocated and 
get training and also have proper aptitude can not be ensured. In addition, there 
is governmental restriction on employment of not more than 1 per cent of the 
existing workforce during a year. As a result of computerisation, within the banks 
a new department called CPPD has emerged. But there are problems of various 
kinds to be resolved for the above department to make it an effective agent of 
change. For instance, the staffing of the CPPD is one of the problems. The 
objectives of the establishement of the CPPD are not very clear. The assimilation 
of the department in the mainstream banking is yet another problem which has 
not yet been resolved. And finally comes the question of charting a career path 
for the employee of this department. 
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The resistance to change in general, and computerisation in particular, 
seems to be subsiding with the passage of time, inspite of disruptive activities of 
the unions. The resistance has already done enough harm to the process of 
computerisation. This is inspite of every assurance from the banks to the unions 
that there would not be any worker redundancy as a result of computerisation. 
But there still prevails an atmosphere of mistrust owing to the sensitivity of the 
issue. Like any other industry, the resistance to computerisation from lower cadre 
employees are observed to be higher. The elders, too, are not found to be very 
positive for whatever type of phobia they suffer from. 
Banks have been making systematic efforts to minimise the employee 
resistance to change through various training programmes, appreciation 
programmes and meetings. But training and orientation of such a large staff 
require time and cost, whereas the requirement is to train them at a short notice 
so as to go ahead with the programme of computerisation. 
A large number of banks have tried to computerise a number of sub-
functions of the personnel. Majority of banks have developed a manpower 
inventory system/personnel inventory system. They developed it either in-house 
in UNIFY "C" Interface or Microfocus COBOL or procured it from the CMC 
limited, in the form of a package called "PfNS". The banks are using PCs, 
Mainframe as well as the Mini computers for maintaining Personnel Inventory 
System. Most of the systems are based at the EDP cells where the EDP manager 
works as the database administrators. But a low priority is given to the personnel 
records by the EDP personnel. 
The banking industry is yet to have a near total computerisation of 
personnel function. There does not exist any Computerised Personnel Information 
System or the Human Resource Information System with any bank. The 
manpower planning in the absence of a comprehensive information system is 
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carried out manually and on the basis of the data that the computerised mventory 
system provides. The complexities in business has brought banks face to face 
with an integrated system of manpower planning, recruitment, placement, 
traimng and appraisal system. The restriction on employment coupled with the 
work redundancy will more than offset the future requirement of manpower by 
the banks. Now there has to be an emphasis on career planning for mainstream 
as well as CPPD staifs. The computerisation has intensified the need for an 
integrated manpower planning on the one hand, and it will facilitate the process 
of planning by providing accurate data on the other. 
The recruitment and selection and to some extent even the promotions are 
based on tests conducted by the BSRBs and the allied institutions. In the present 
context, at the entry level, preference should be given to computer literates 
without mimmising the scores on other parameters. This will be in the interest of 
the organisation in the long run. There is no dearth of applicants for bankj obs from 
diverse field. Therefore, the selection tests should have an element of computer 
to send a signal as well as to select the persons with some knowledge of 
computers..We are not at a stage where computerised test can be conducted but 
we are definitely at a point where computers can be used to assist very few. 
Performance Appraisal systems are found to be both - semi transparent and 
confidential. The data generated by the performance appraisal system is 
computerised only in few banks where it forms an integral part of the personnel 
inventory system. The performance appraisal system data is used for promotions, 
transfers, punishments and in some cases for the development purposes, too. But 
the system is not yet development-oriented. Some banks have included trait-
based data with the performance appraisal in key performance area(KPA) which 
is serving the purpose well. But in a highly hierarchical orgamsation like banks 
a radical change in the performance appraisal system is not possible. 
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As far as career planning is concerned, the state seem to be a bit confusing. 
The majority of employee are not very clear about their career goals and are found 
to have a vague idea about it. This is because of the fact that proper counsellmg 
from the bank is not available. The banks following the career panning exercise 
are doing it on a limited basis. They are mostly using it for filling up the next 
available vacancy, whereas a career planning is to be done at individual, bank and 
industry' level, to serve a long term purpose. 
Computerisation of payroll and other components of the compensation 
management are found to be limited, but on the rise. Payroll at Head Offices and 
Regional offices/Zonal offices are mostly computerised, but for the branches only 
a limited computerisation of payroll, on a centralised basis is available. Payrolls 
are maintained both on mini computers and mainframes at Zonal and Head offices 
respectively. The data regarding pension, provident funds account and loans etc 
are fully computerised, though in limited number of banks only. 
6.2. RECOMMENDATIONS: 
It is customary to attach a long list of recommendations at the end of the work. 
We, too, will follow the tradition, but keep the list as limited as possible. 
i. Computerisation of personnel function in banks are having a low 
priority whereas there is a need for not only proper attention to computerisation 
programme but an immediate and extra attention. The Personnel Information 
System/ Human Resource Information System should serve the purpose as an 
integrated personnel system. 
ii. There is need for development a fullfledged and non-redundant 
inventory system, where up-dating is done at the pre-determine intervals and data 
should always be up-to-date, accurate and available as and when required for all 
the employees of the individual bank. This would call for a total computerisation 
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of all zoonal/regional offices with full networking facialties. The EDP cells in 
many cases are located miles away from the mam offices, whereas it should 
brought to the adjacent location, preferably in the same building or the same 
complex. The proposed networking needs to be expedited to reap the full benifit 
of computerisation. 
iii. • The banks need to develop an integrated personnel information 
system where the manpower planning, recruitment and selection system, training 
system, career planning system, performance appraisal system and compensation 
management stsem etc should be made part of the total system called personnel 
information system. This information system should be capable of generating 
reports forthemanagementfor decisionmaking purposes. This will enable banks 
to meet the statutory requirement of filing reports at regular intervals as well help 
in both strategic and administrative uses. 
iv. Training sub-function is found neglected and without much 
automation.- There is a need for a training system at the same time fully computer 
trained faculty is required to impart training to the bank personnel. 
V. The Computer Policy and Planning Department which has emerged as 
a result of computerisation plan remains understaffed in majority of cases . In 
general a lower cadre staff is posted to head the department. There is necessity 
for it to be properly staffed. The personnel of this department should be given a 
clear career path and also an opportunity to participate in the mainstream banking. 
vi. The resistance to computerisation though dealt with carefully by the 
banks but there still remains some misunderstanding between management and 
the unions which needs to be sorted out. For resistance from the elder staff and 
managers an involvement in decision making process for computerisation as well 
as orientation programme be continued with more vigour. 
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6.3. FUTURE DIRECTIONS FOR RESEARCH: 
This study presents a broad and general overview of the industry and it studied 
a limited number of functions. Therefore, the future researches may be conducted 
in the following areas: 
1. Individual bank as a case study in order to have a micro level picture. 
2. In the wake of computerisation, the training system in banks needs a separate 
study. 
3. Impact of computers on organisation and employment too, needs immediate 
attention. 
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management Studies Group, Information EngineeringDivision, Cambridge, 
1985, pp.1-17. 
-" Vankata Ratnam, and Srivastava, Personnel Management and Human 
Resources, op. cit., also see,table 14.1 
-" T.N. Sriyastava (ed.). Computerisation in Reserve Bank of India, BTC 
Monograph Series No.3, op.cit., pp. 176-86. 
'^ ^ Mandhyan, Computer in Banking Industry, op. cit., p.4. 
-^ ^ For a detailed list of charges to be reimbursed see. Circular NO. 51/91, 
Canara Bank, Bangalore, pp. 1-14. 
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Table -1 
COMPUTER SYSTEMS INSTALLATIONS IN INDIA 
SRL. 
01 
02 
03 
04 
05 
06 
07 
08 
09 
10 
11 
12 
13 
NO. 
TOTAL . 
MAKE 
BURROUGHS 
CII 
COMP. AUTOMATION 
DEC 
ECIL 
HONEYWELL 
HP 
IBM 
ICL 
INTERDATA 
REYAD 
VARIAN 
OTHERS 
COMP. INSTALLED 
06 
04 
10 
so 
9t; 
12 
r 
IM 
42 
04 
08 
04 
18 
448 
Source: Electronic Information & Planning, Vol.6, ?io.3, December 1978, p.309. 
Table - 2 
YEARWISE DISTRIBUTION OF COMPUTERS 
IN DIFFERENT SECTORS 
YEAR 
I960 
1961 
1962 
1963 
1964 
1965 
1966 
1967 
1968 
1969 
1970 
1971 
1972 
1973 
1974 
1975 
1976 
1977 
1978 
*** 
TOTAL 
EDUCATION 
& R & D 
01 
-
-
03 
06 
04 
02 
06 
02 
04 
02 
08 
01 
05 
05 
14 
12 
11 
07 
16 
109 
PUBLIC 
SECTOR 
_ 
01 
01 
-
04 
03 
05 
08 
13 
07 
07 
10 
12 
07 
15 
33 
17 
25 
15 
34 
217 
PRIVATE 
SECTOR 
-
-
-
-
-
05 
07 
09 
08 
08 
05 
16 
18 
05 
07 
04 
02 
06 
08 
14 
122 
MARGINAL 
TOTAL 
01 
01 
01 
03 
10 
12 
14 
23 
23 
19 
14 
3 
31 
17 
27 
51 
31 
42 
30 
64 
448 
Date of Installation not available. 
Source. Computers India: A Statistical Review Electronics Information & Planning No.3, December 
1978,p.310. 
Table- 3 
MODELWISE DISTRIBUTION OF COMPUTERS 
AS ON AUGUST 1,1974. 
COMPUTERS 
IBM COMPUTERS 
IBM-1401 
IBM-1620 
IBM-1130 
IBM-1410/1460 
IBM-360/30 
IBM-7044 
lBM-370/55 
IBM-360/44 
IBM-1800 
ICL COMPUTERS 
NO. OF UNITS INSTD. 
104 
16 
08 
03 
01 
01 
01 
05 
02 
02 
28 
HONEYWELL 10 
TDC-12(ECIL INDIA) 19 
TDC-12 01 
TDC-312 03 
OTHERS 
CDC 01 
HP 01 
VARIAN 01 
PDP 02 
MINSK 02 
ISIJU 01 
ELLIOT 03 
BESAM 01 
RE YARD 01 
TOTAL ALL COMPUTERS 217 
Table - 4 
PRODUCTION OF COMPUTERS AND PERIPHERALS 
VALUE IN RS CRORE, QTY. IN NOS. 
DESCS. 
LARGE 
MIN/MIC 
PC NOS. 
CRT 
NOS. 
F. DRIVE 
NOS. 
L. PRINT 
NOS 
DMPRINT 
NOS. 
TOTAL 
1984-85 
15 
60 
3,400 
04 
2,500 
03 
4,800 
* 
30 
* 
80 
82 
1985-86 
22 
110 
8,500 
07 
6,500 
03 
5,000 
* 
110 
* 
150 
142 
1986-87 
33 
210 
33,000 
13 
18,500 
05 
33.000 
02 
170 
04 
4,000 
268 
1987-88 
34 
280 
50,000 
20 
30,000 
04 
21,000 
07 
600 
15 
13,000 
360 
1988-89 
20 
360 
64,000 
27 
42,000 
11 
55,000 
06 
525 
27 
27,000 
451 
1989-90 
40 
450 
80,000 
35 
55,000 
25 
1,00000 
10 
700 
50 
50,000 
510 
Source: EI&P, Nov. 1990. Op. 112 
Table -4a 
DEMAND FOR COMPUTERS DURING 8TH PLAN 
VALUE IN CRORE, QTY IN NOS. 
COMPUTER 
SUPER 
NOS. 
LARGE 
NOS. 
MINI 
NOS. 
MICRO 
NOS. 
TOTAL • 
1990-91 
16 
02 
160 
80 
50 
1000 
612 
175 
938 
1991-92 
24 
03 
210 
105 
203 
1350 
840 
240 
1277 
1992-93 
32 
04 
270 
135 
263 
1750 
1120 
320 
1685 
1993-94 
48 
06 
350 
175 
338 
2250 
1400 
400 
2136 
1Q94-95 
09 
510 
225 
443 
2950 
1750 
500 
2775 
Source: EI&P, Nov. 1990, p. 113. 
Table -5 
PROGRESS OF COMMERCIAL BANKING IN INDIA 
Imp.Indicators 
No. Coram.Banks 
Sc.Comm. Banks 
RRBs 
Non-Sc.Comm. Banks 
Offices India 
Rural Branches 
Semi-Urb. Branches 
Urban Branches 
Metro Branches 
Population per 
office in (000) 
Dep. Sc.Comm. 
Banks in India 
Crore) 
Demand Deposit 
Time Deposit 
Cr.of Sc. Comm. 
Banks in India 
(Crore) 
Dep.of Sc.Comm. 
Banks per office 
(lakli) 
Credit 
Per capita Dep. SCB 
Per capita cr. SCB 
1969 
89 
73 
-
16 
8264 
1833 
3342 
1584 
1503 
64 
4646 
2104 
2542 
3599 
56 
44 
88 
68 
1984 
247 
243 
162 
4 
45332 
25380 
9326 
6116 
4510 
16 
64620 
12195 
52425 
43613 
143 
96 
878 
593 
1986 
276 
272 
193 
4 
53287 
29703 
10585 
7209 
5790 
14 
91828 
16993 
74835 
57229 
172 
107 
1198 
747 
1988 
278 
274 
196 
4 
55410 
31114 
11132 
7322 
5842 
14 
126323 
21936 
104387 
72436 
228 
131 
1586 
909 
1990 
274 
270 
196 
4 
59756 
34791 
11324 
8042 
5595 
14 
7351523 
33437 
140078 
105450 
290 
176 
2098 
1275 
1992 
2 (^1 
2^2 
196 
4 
60570 
35269 
11356 
8279 
5666 
14 
7566 (in 
48893 
188672 
131520 
392 
2)7 
2738 
1516 
Source: Statistics compiled by Ministry of Finance, Banking Division and various issues of RBI 
Bulletin. 
Table - 6 
Number of Employee of the 28 Public Sector Banks 
Name 
SBI 
SBB&J 
SBHYD. 
SB IND. 
SB MYS. 
SB PATI. 
SBSAUR. 
SB TRAV. 
ALLAHABA 
ANDHRA 
BOB 
BOI 
BO MAHAR 
CANARA 
CNTL 
COOP 
DENA 
IND. BANK 
lOB 
NBI 
OBC 
PNB 
PSB 
SYNDIC 
UBI 
UCO 
UNION 
VIJAY 
1969 
56280 
00000 
00000 
00000 
00000 
00000 
00000 
00000 
4117 
00000 
10264 
10477 
2699 
6638 
17495 
00000 
4991 
3639 
3655 
00000 
00000 
12549 
00000 
4753 
5909 
8381 
6298 
00000 
1985 
201935 
12901 
11279 
6063 
9200 
10230 
6886 
10364 
17954 
13179 
40862 
45297 
16393 
46516 
45022 
8135 
15790 
20769 
26391 
11562 
8208 
48200 
11741 
35382 
21451 
33480 
29124 
12210 
1986 
210005 
13212 
12029 
6268 
9393 
10643 
7451 
11214 
18444 
14846 
41329 
48485 
16703 
48064 
46235 
8694 
15839 
21611 
26783 
11754 
9427 
53914 
11747 
36565 
21308 
34405 
30453 
12592 
1987 
212083 
13550 
12579 
6270 
10077 
10785 
7550 
1183 
18583 
15240 
42054 
49165 
16912 
48439 
48166 
8767 
16014 
22600 
26995 
11835 
9649 
55090 
11867 
36983 
21628 
34200 
31275 
12742 
1989 
214598 
13382 
12842 
6291 
10065 
11874 
7579 
1196'' 
18993 
15744 
42068 
50036 
16896 
49294 
48709 
8848 
16113 
22918 
2713.^  
11626 
9764 
56180 
12063 
36886 
21828 
34333 
30159 
12928 
Table -7 
NUMBER OF BRANCHES OF 28 PUBLIC SECTOR BANKS 
BANK 
SBI 
SBB&J 
SBHYD 
SB INDORE 
SB MYSORE 
SB PATIA. 
SB SAUR. 
SB TRAVAN 
ALLAHABAD 
ANDHRA 
BOB 
BOI 
BO MAHAR. 
CANARA 
CNTL 
COOP BANK 
DENA 
IND BANK 
lOB 
NBI 
OBC 
PNB 
PSB 
SYND. 
UBI 
UCO 
UNION 
VIJAY 
TOTAL 
1969 
1569 
229 
171 
53 
119 
87 
90 
137 
153 
000 
373 
274 
153 
325 
564 
000 
234 
218 
198 
000 
000 
570 
000 
307 
175 
349 
241 
000 
6589 
1985 
7423 
628 
595 
283 
463 
526 
295 
569 
1302 
827 
1883 
1899 
980 
1848 
2461 
401 
982 
1116 
1088 
546 
456 
2251 
639 
1445 
1063 
1660 
1619 
679 
34992 
1986 
7467 
628 
596 
285 
463 
526 
298 
570 
1308 
829 
1889 
1901 
984 
1853 
2492 
402 
985 
1116 
1090 
547 
458 
2419 
646 
1445 
1075 
1689 
1624 
679 
36164 
1987 
7537 
632 
618 
284 
464 
534 
303 
586 
1389 
866 
1959 
1950 
1003 
1867 
2559 
411 
991 
1122 
1100 
565 
487 
2551 
649 
1442 
1089 
1732 
1668 
680 
37098 
1989 
7862 
656 
64^ 
29~ 
486 
548 
304 
591 
151 1 
90^ 
2071 
2958 
1048 
1949 
2683 
430 
1031 
1161 
1156 
568 
502 
2671 
65-
147^ 
1162 
174" 
1734 
702 
38622 
Table - 8 
NUMBER OF BRANCHES OF THE EIGHT SELECTED BANKS 
FOR THE YEAR 1992-93 
Name of Bank 
Bank of Baroda 
Bank of India 
Canara Bank 
Centl Bank of India 
Pun. Nat. Bank 
SB I 
UCO Bank 
Union Bank 
Total Number of Branches 
Per centage of the Total 
Bank Branches 
March 1992-93 
2360 
2379 
2048 
3036 
3091 
8738 
1791 
1867 
25310 
41.33 
Table - 9 
NUMBER OF EMPLOYEE OF THE EIGHT SELECTED BANKS 
FOR THE YEAR 1992-93 
Name of BankMarch 
Bank of Baroda 
Bank of India 
Canara Bank 
Cent!. Bank of India 
Pun. Nat. Bank 
SB I 
UCO Bank 
Union bank 
Total Number of Employee 
Per centage of the Total 
Bank Employee 
1992-93 
44722 
53809 
52037 
51838 
60076 
226209 
35778 
56587 
56587 
(approx.) 55.65 
SOURCE. Annual Reports for the year 1992-93. 
Table-10. 
KEY PARAMETERS OF THE EIGHT SELECTED PUBLIC SECTOR 
BANKS AS ON 31.03.1993 
(Rs. Crores) 
Bank 
SBl 
BOB 
BOl 
PNB 
CB 
CNTL 
UCO 
UNION 
Equity 
200 
330 
469 
188 
208 
183 
500 
138 
Reserve 
1459 
261 
198 
361 
869 
50 
16 
104 
Total Asset 
103277 
25725 
25164 
22000 
21646 
16337 
13192 
10889 
Net Profit/Loss 
212 
08 
-331 
38 
26 
-383 
-444 
11 
SOURCE. BANKER(LONDONX JULY 1993. 
Table-11 
STATE OF COMPUTERISATION IN THE EIGHT SELECTED BANKS 
DURING 1992-93 
Name of Bank 
BANK OF BARODA 
BANK OF INDIA 
CANARA BANK 
CENTL. BANK 
PUN.NAT.BANK 
SBl 
UCO BANK 
UNION BANK 
ZO/RO/LHO 
MINI 
MINI* 
MINI 
MINI** 
MINI 
RISC 
MINI*** 
MINI 
H/O 
MAINFRAME 
MINI 
MAINFRAME 
MAINFRAME 
MAINFRAMF 
MAINFRAMF 
MAINFRAME 
MAINFRAMF 
* * 
1/17 zones having mini computers 
1/13 zones having mini computers 
****. 12/14 zones having mini computers. 
SOURCE: Annual Reports for the year 1992-93. 
Table 12 
NO. OF OFFICERS OF 28 PUBLIC SECTOR BANKS 1969-89 
Name 
SBI 
SBB&J 
SB HYD. 
SB IND 
SB MYS 
SB PATI 
SB SAUR. 
SB TRAV. 
ALLAHABA 
ANDHRA 
BOB 
BOI 
BO MAHAR 
CANARA 
CNTL 
COOP 
DENA 
INDIAN 
lOB 
NBI 
OBC 
PNB 
PSB 
SYND 
UBI • 
UCO 
UNION 
VIJAY 
1969 
7473 
000 
000 
000 
000 
000 
000 
000 
407 
000 
1885 
2235 
570 
1014 
2700 
000 
970 
646 
689 
000 
000 
1681 
000 
1166 
803 
1376 
931 
000 
1985 
52291 
2683 
2574 
1174 
1861 
1867 
1564 
2246 
4876 
4107 
10850 
10160 
3713 
10995 
139)9 
2502 
4277 
6253 
6713 
2993 
2287 
12080 
3700 
8942 
4774 
7850 
8239 
3128 
1986 
53857 
2769 
2773 
1193 
1995 
1979 
1634 
2463 
5422 
4562 
10868 
10626 
3687 
11380 
14963 
2622 
4167 
6396 
6595 
3005 
2495 
13610 
3673 
9325 
4790 
8052 
8873 
3125 
1987 
54288 
2941 
2738 
1288 
2088 
1937 
1626 
2607 
5466 
5178 
11828 
10694 
3654 
11301 
15366 
2578 
4201 
6535 
7076 
2991 
2600 
13569 
3665 
9233 
5452 
9014 
8935 
3232 
1989 
55341 
3143 
305,^  
1314 
2150 
2090 
1678 
2693 
5497 
5179 
11121 
10953 
3763 
1 1801 
15688 
2506 
4265 
7014 
6989 
2983 
2681 
13776 
3651 
93353 
SSIt) 
9! i^  
91^-
3418 
- ^ 
BI 
PERSONNEL INVENTORY SYSTEM FORMAT 
1. Full Name... 
2. Employee Code Number 
3. Religion 
4. Branch/Office 
6. Zone 
7. Father's/Husband's Name 
8. Date of birth 
9. Present address 
10. sex 
11. Telephone No. 
12. SC/ST/BC/PHY-HDP 
13. Ex-Serviceman 
14. Service Particulars: 
Particulars 
a. Date 
b. Place/City 
c. Branch/Office 
Joining Promotion as OfiBcer 
15. Date of promotion to present substantive rank as Manager/Sr Manager/C.M/AGM/DGMGM 
Manager Sr.Mgr CM AGM DGM GM 
16. Educational Qualifications: 
Educational 
Qualifications 
A. Formal 
l.NonSSC 
2. SSC 
3. Bachelors 
i 
ii 
4. Masters 
i 
ii 
5. PhD 
B. Technical 
Professional 
Qualifications 
Year of 
Passing 
University Division 
Distinction 
Subjects 
l.CAIIB-1 
2. CAIIB-2 
3. AIB (London)-l 
4. AIB (London)-2 
5. Certificate in 
i. Industrial 
Finance 
ii. Co-operation 
6. CA 
7. AICWA'ACWA 
8. LLB 
9.LLM 
C. Diploma 
i. Management 
Banking 
Finance 
Marketing 
P&IR 
Taxation 
Any other 
17. Family Particulars; 
17.1 Marital Status Married 
.2 If Spouse Employed NameofOrgn. 
.3 Number of Children 
.4 Dependents. 
Unmarried Other 
Place 
No. Name of Dependent Relationship Age 
2. 
J. 
4. 
5. 
6. 
7. 
18. Relative Seiving in the Bank 
NO 
J. 
4. 
5. 
Name of 
Relative 
Relationship Designation Office 
19. langauages known 
i. Mother Tongue 
ii. Other Indian 
iii. Foreign. 
iv. Hindi Prof. 
20. Training Course Attended: 
a. At Banks Training Establishments 
No. Name of the Prog. 
1 
2 
4 
5 
6 
7 
Name of the 
College/Ctr. 
MonthA'ear No. of weeks 
At External Traitung Institutions in India 
No. Name of the Piog. 
1 
2 
4 
5 
6 
7 
8 
Name of the 
Inst./Place. 
MonthAfear No. of weeks 
Overseas Piogramme and Oii-the job training attended 
No. Name of the Piog. 
1 
2 
- > 
4 
5 
6 
7 
8 
Name of the 
Inst./Place. 
Month/Year No. of weeks 
On-The-Job Training within the Country; 
No. Broad Deptt. 
1 
2 
4 
5 
6 
7 
8 
Name of the 
Branch/Place 
MonthA'ear No. of weeks 
PRESENT SALARY 
Designation Grades Under 
new Regulation 
Scale 
Old New 
Basic 
Old New 
Due Dt. of 
Increment 
LAST THREE YEARS' EXPERIENCE AS OFFICERS/EXECUTIVE 
Period 
From To 
Brancli/Office Deptt./Function Designation 
Date 
Place Name. 
Signature 
BI1 
Typical Organisational Set-up in Banking Industry 
Board of Directors 
C & M D 
Executive Director 
GM Per. 
~ 
GMP&D 
AGMs 
Div.Mgr 
Section 
• 
• 
GM C&CS 
DGM CPPE 
AGMs AGM 
Div.Mgr Div.Mi 
Section 
• D ( 
s 
?I 
AG 
Div.Mi 
Secti or Sectio 
GMFund 
JMCBD 
GM PC&R 
Ms 
DGM ID 
AGMs 
n Div.Mg 
Q Section 
GM Insp 
1 
Bil l 
r Organisation of EDP J 
Sr. System 
Analyst 
System 
Analysts 
Junior 
Analysts 
Chief 
Operator 
Shift 
Operators 
Operators 
File 
Librarian 
EDP Manager 
Programming 
Manager 
1-
Sr. Appl. 
Programmer 
AppHcation 
Programmers 
Data Control 
Supervisor 
Data Control 
Clerks 
Operation 
Manager 
Sr. Sys. 
Programmer 
System 
Programmers 
Data Piep 
Supervisor 
Data Prep 
Clerks 
